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-ABSTRACT

The Ottumwa Experimental and Demonstration Project
was initiated to develop more economical and more effective ways for
delivering comprehensive manpower services to residents of rural
areas. The Ottumwa Project involved a fundamental restructuring of
rural employment service operations--development of more effect've
ways of delivering effective services required brianging the service
delivery system into greater harmony with the demands made by changed
and changing rural labor market conditions and socioecononic
patterns. The 2-year Ottumwa experience yielded some important
observations, among them: (1) A single administrative unit for the
entire operational area is essential, (2) A small advertising budget
is a worthwhile expenditure, and television the best medium, and (3)
It was more important to have fiscal resources and physical
facilities to assure maximum utilization of available staff, than to
have additional staff if there was a choice. (CD)




0ss108

._,I‘I“ "‘ . . v, ., ., RS
VY l”-"tll' \l “! AT ’/7 B llh\“\ }'“ llml uﬂ’hl{’, r:[[lllle i ' S I/,iu: i ////I/'/ /uluJ//n

'BREAKTHROUGH

rural manpower services

R A st 1|| ||l ( 24
/,?\- Wi ul ‘1 =g el /,;;/;1{{//,,//’;// ,/‘,/,///”/; i ///,){‘,//,Ju

: //” n ” i\ f IH‘ St
L _t -lfleunml’”s‘qll) }/‘V/l l’ :‘lHN“‘“ II‘HI \"f 'HM I ”“ l\“{{“ T”f , lI“ {’ “/' y x {I‘I'l”{l\‘{ \\;\}X{-‘u”' Sé\r\\ ‘
‘lgl/,/#};;l’ 110 il \/ ‘““'r‘"l'r'*y(“[“l\\\u o " FRAIS it “‘ i \; i ‘B\l<l Ui b
/II | o .\q\\\\\;, '.‘ U \ e “ “’ ‘ -
/// o un// /1(’;(('1’:/ ll/ll /d_.__”«':};” i mu //url}"\ (\ \:' \"\ﬂ’“ {' W‘d‘ uu,l'Jl,;,, -

/ /// (I lll | llll / Wiy ’l,!/}'l/,’/{///l ”II//[\\)’I{/‘““\\! / l”“” ‘“"I[‘:‘ .‘ ‘ v
/ ) ////’ j," }///l)///l/f/‘g/)ﬂ///ll //Ill/)///f /////[)}}(/IM,’{,’“’/”I’ 4 ,))I//;.‘ Sl
/ . //41’% ) 4,
/ y .




This report on a special manpower project was prepared under , 7
contract with the Manpower Administration, U.S. Department of ' “
Labor, under the Authority of the Manpower Development and Training

Act. Organizations undertzking such projects under the Government TF
sponsorship “re encouraged to express their own judginent freely.
Therefore, pomts of vievw’ ©r oplmons ‘stated in this document do not
necessarlly represent the official - oplmon or pohcy of the Department ' o -

ofLabor. : e : , '
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The ex+en5|ve publicity and attention given our +roubled urban
centers have, for the most part, overshadowed the equally serious
social, economic, and manpower problems of rural America. This
has been unfortunate since the problems of rural and urban areas
are not mutually exclusive, but have a cause and effect relation-
ship. The problems of rural America have contributed largely to
the present dilemma of our cities.

The Ottumwa E&D Project is representative of the growing aware-
nees of this situation. . The project was. an attempt to find more
eifective ways of bringing fimited resources to bear on manpower
problems in a rural area. | commend the lowa Employment. Security
v[3‘Comm|ssuon for conduc*ing its project in a worklng situation rather
i than:an jvory +ower, and for. makung +he many palnfu! dec:suons in
'fjreallgnzng lines of au?hori+y and communuca+|on. SN -

. 'The bes* vecommendaflon for any experumen+al prOJec+ is how the
' gxresu|+s are utilized. The. 0++umwa experumen+ Speaks eloquen*ly
: *self—-+he !owa Employmen+ Secur|+y ‘Commi ssion has retained
, ization in Ottumwe and: is mak;ng plan= to-

Manpower and Manpower Adminis;fe*cr




i Justment

FORWORD
by Axrnie Solem

The Ottumwa Experimental and Demonstration Project was designed
several years ago to find solutions to several serious problems facing those
who provide manpower services to people in small towns and rural areas.
There was the overall problem of providing a full range of services ata
reasonable cost. Amnother set of problems has grown out of the technological.
revolution in agriculture. While large scale operations benefited those able
to enlarge their farms, those with small acreages were often driven to
supplementing their farm income by commuting 50 miles or more to work.
The competitive drive for efficiency permitted few ccmmunities to enjoy
adequate health facilities, schooling, libraries or the means of acquiring
a skill. Many rural people were ill-equipped to get ahead in the growing
cities. Some of them became the rural poor and sonre added to the fast
growing ranks of slum dwellers and people on welfare. -

Although major programs such as the soil bank gave farmexrs more time
to adjust to cechnological change, this benefited mainly the owners of land as
distinct from employees- 'or renters. Rural youth who had educational oppor-
tunities were generallv able to ‘make a good adjustment. Young'men without
~a .skill, however, found- fewer and’ fewer opportumues in the cities.  Our
~ studies revealed that many were afraid to go.unprepared into urban centers

and- W1th good Treason. L1tt1e attention was paid by . successwe adminis-
trations to the pxoblc*ns ~° yural .. lth s beaie problems of urban -

s .20 the massive m.bratwn of rural peeple to the cities led to riots ©
-and soaring: welfare costs, a.whole battery of new, and generally excellent L
'programs, .was developed to help the now urbam poor make some kmd of ad— ERINN

-'r)enswe.to"ear : - I manp 1 S
were bemg develop < m the c1t, es. ; TPChniEﬁiﬁ s, suc‘1 asx personal out-
reac:h did. not f1t rural settmgs ‘n the sa;ne vrmy as they. dxd u:rban areas. _




Although the growing manpower legislation had many good provisions
in terms of content, it was difficult to administer. The new focus on making
the disadvantaged employable required a wide range of services such as
training under the Manpower Development and Training Act, recruiting and
screening job Corps candidates and finding jobs for graduates, operating
Youth Opportunity Centers, and similar new activities.

Most of our 1200 local employment offices are small town and rural
area offices vhere the work loads do not lend themselves to specialization.
It is wasteful of scarce telents to have a high grade ccunseloxr work only a
few hours a week at his profession. Nevertheless, specialized' serxrvices,
such as counseling, are needed. The remainder of his working time might
have to be in routine activities. Salaries for counselors in most States were
also comparauvely low. It was difficult to recruit and tram people who cculd
span a wide range of program areas such as were generate © 'he new legis-

latlon. : : S ’

To sum it up, the nurnerous small off1ces scattered throughout the

. ,country were severely. hand1capped in providing the many newand spec1ahzed o

' services meded to prepare the dlsadvantaged for better employment -Com-

. -',mun1ty serv1ces in.the. Way of healtl\, basic educatlon and the 11ke were -
o “}frequently notavallable in the areas. served by. ‘small off1ces.{ Organlzauons L

. such as. those concerned Swith we].fare,'
»mun1ty'__v‘genc1es were ‘ bually.._located in: the larger.' <A t :
' se that -served: too s all‘an: area met ,

,.vocatlonal educat1on and other com-



It was in the midst of this situation that the Ottumwa Project was con-
ceived. Might it not be possible, for example, through the use of modern
methods of communication to inform the rural poor who were scattered
throughout the rural areas of the opportunities for skill training and jobs?
The new job markets or "functional economic areas', stretching S0 miles
or more from a "central city"' had now become a practical operating area.
The automobile made it possible for pecple to commute 50 miles or more
to work, to shop or for recreational purposes. Why could they not commute
equally far for manpower services? Sexrvices could be extended in an organ-
ized way to those unable to do so. In most instances a fairly large central
city was located within this large labor market area, which cculd be the hub
of a new method of providing a wide range of manpower sexvices at a reason-
able cost. It was not necessary to close small offices. By establishing an
area office and converting the small cutlying offices to "satellite" offices of
the larger centers, the staff of the whole area could be deployed without
antagonizing the people concerned about losing their employment office.

v Simple as it might seem to test out answers to these problems, there .
© were many serious ba’rri.ers,[that’the personnel of the Iowa Employment
Security Commission had to overcome:  Not only were State salaries low
" but tenure was very limited. Specialized-staff, such as the labor economist,
the communications research man and the counselors, were difficult to re- -

. It is a real wibute to the Project staff that the Ottumwa Project became

" such anoutstanding suctess

e of the employment sexvice in Des Moines, such as Jerame Corbett and
vided excellent leadership. Wil

£fi ‘oject: ‘contributed many of the good .

. Personiel in.charge of the administrative.

William Hodd, who was ‘in charge
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CHAPTER '| s
THE OTTUMWA PRO.IECT—AN OVERVIEW
The Prc|ecf

The Ottumwa Experimental and Demonstratlon Pro_]ect ‘was initiated to .
_ develop more economical and more effective. ways for dehvermg compre-
~hensive manpower services. to re31dents of rural areas. The. Ottumwa" '
: 7._Pr03 ect mvolved a lfundame,ntal restructur

mg of_ rural Emplornent oervlce
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The Rural Environment

That rural America, asv. much as the more urban areas, has felt the
impact of technological charnge and is experiencing the consequent sccial -
and economic dislocation is widely recogmzed Everyone knows advanced
agricultural technology has sharply reduced the need for farmhands and for : Z

- farmers. Sometimes, though the deg_];ee to which this is happemng can be ' -1
_astoundmg ’

[YRrVE S—

e

For example, an unpubhshed 1965 Iowa State Umversn:y study indicates
a 57 per cent reduction in the: numbexr of farms m SOutheastern Iowa would )
be necessary if the size of the average farm in that area were to be economi- , ‘ ' {
cally competitive today. It is equally well-known that changing technology :

" has also affected other rural industries. The closmg of the rural mines in ‘ 7
'AppaJachla, in. central Iowa, -in northern Missouri and -in the Rocky Mountain - = ‘ {
States is just one example. Both agrlcultural and nonagrlcultural mdustrlal
_obsolescence has become a common rural malady. The inevitable conse- S
. __f';quence of this’ 1ndustr1a1 obsolescence is pools of unemployed and under- o {
Poo ly qui 'yped' o find work in. other,_}mdustnes,and in R

A FulToxt Provided by ERI



o ,vzthe ablhw.o:f‘tlle Employmem: Servlce to funct1on effect1ve1y in this- changed. -
ruT | 7_‘_}four prev1ous1y S

The emergence of the Funct10na1 Economiic Area has received more than
academic recognition. For example, in Iowa voluntary multi- counw eco-
nomic development programs, initiated and widely part1c1pated in by the
private sector of the economy, have developed. TENCO, as the first, is-
probably the most famous of Iowa's multi-county economic development
programs., However, a total of eight such multl county organlzatlons now
are funct1on1ng in the State. Recogn1t1on oF the reahty of the Functional
- Economic-Area has progressed to the point. where Iowa's former Governor
approved a proposal which will d1v1de the State into 16 such areas for all
state governmental functions. Similar proposals have been made in Pennysl—
vania and Nebraska as well as in a uumber of- other states.

Area Orgaruzahon )

The Ottumwa Pro_]ect was undertaken to develop ways of strengthemng



Fully developed pro;ect operatlons featured both the centralization and
- the decentralization of Employment Service activities. Generally speaking,
"extenswe services' —FserV1ces requ1rmg direct contact with large numbers
-of md1v1duals— -were decentralized while "intensive services''--services de-

- hvered by techmcal spec1ahsts or havmg areaw1de nnpact-—were centralized.

As a consequence, : responslblhty for- outreach, 1nta.ke, local job development,
placement and emp]oy er relations activities in the counties havmg regular
ZEmployisier Service facilitiess were 'decentralized and assigned to the satellite

offices:. Satellite office persommel were also responsible for :dentifying unmet:

manpower reeds in their counties anc for commumcatmg this mformatlon to
,the area offic :

To furcler decentrahze 1ntake and outlet actrv1t1es, ou-station centers

wereestabhshed 1n cooperat10n»w1th county Commumty Actlon Agencles and

!
i

v o . .
[ Voot ey



‘To provide opr . onity fox staff Specxahzatlon and for the development ,
- of program depth, "intemusir: sewxce activities were centv:ahzed in the area
" office. To facilitate the delivezv of the "intensive services', three oper-
atmnal umts were for—med “withi_ the area oi:fxce.‘ ’

" The largest grous o ~entradized functlons were those «.once—*ned with
employability developrment +--courseling, selection'and referral to training,
Job Corxps recruitment and ~he se—rice programs for special applicant groupb.
Responsibility for theee ac..ities was assgned to the Employabxhty Develor
‘ment Umt whxch was cno! rd:nated by the ch1ef counselor

2 T he interarea job dex eiopment anﬂ p:.ar'ement functlon, augmented by a
i 1abo‘r7mob111ty,~pr03ecf and. rcga,rded‘as an intensive job. development and

2 S the' .pnme resp' ns1b111ty, JI the A;rea P]acement
ent’ ]o_b develop—

‘applicant§ the satellit ce
acing locally wer per ormed by’ :he' Staﬁf’asmgned to th1s Umt




Area Operations

To facilitate operations and to assist in the coordination of the activities
of the four operatlonal units, centralize ° appl1cam: and job order files were
established, consisting of duplicate cop - of all application records and em-
- ployer job orders from both the satellite sifices and the outstation centers,
Besides prov1dmg Employablhty Uni® personnel with the means for identifying
individuals whose need for intensive services had not been recognized by

Field Services Unit personnel, the centralized applicant files enabled both -

Employablhty ‘Unit and Field Sexrvices Unit personnel to have immediate,
simultaneous access to basic applicant information. Problems devzloping
in the course of carrying out the 1nd1v1dual plans of service for particular
applicants could be quickly and _effectively discussed by telephone without.
the delay of ma1l transfer of records

, _ The‘centrallzed appl1cant and ]Ob order f11es were also extenswely
e ;unhzed oy. the. Area Placement Un1t Regular 1nterarea placement pro-

. per sonnel




Finally, the centralized files permitted the introduction of an "indi-
vidual applicant” approach to measuring services. Briefly st ted the
methodology used to develop "individual applicant” data was to relate the
services performed and the results achieved to individual applicants rather
than to separate totals of applications, referrals, placements znd other
transactions. Through the use of electronic data processing eguipment
and techniques, "individual ap:phcant data provided insight into the quality
of the service performed rather than simply a running total of the numbers
and types of transactions completed. Fox reporting purposes and in the
interest of measuring the 1mpact of the changed procedure introduced during
the PrOJect "transaction data" was also accumulated.

~ Not infrequently the difference between "total transactions" and the
actual services provided to individual applicants were nothing less than
'astoundmg To illustrate,. when pre- project records were translated into -

- "individual dpphcant" data,’ -only . 6, 627 individual apphcants accounted for
' ";f:.;the 10, 03/ appllca.tlons actlve in the four Emp oyrnent Serv1ce offlces 1n the
afe durmg the. year: before ‘the PrOJect.

ntruductlon’orban md1v1dua1 apphca,nt" approa ch to; data co] lectlon had,

. _,grotesquely mlsleadmg with a: » y
~ had actually happened and What transactlo data 1mp11ed had happened
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Area Management

The development of staff and resource depth permitted by area oper-
ation and encouraged by unit organization fundamenwally changed the type of
management required in the rural Employment Serviice. Centralization of
areawide management responsibility had created a yole for full-time manage-
ment in the rural Employment Service. The part-tims nnanagement concept
which had traditionally characterized rural Employment Service operatlons
was supplanted by a new conception of the roles of firsc and second line rural

‘ Employment Sexvice management ‘ In the Ottumwa rroject, -the first line -
- ma.nagement role of the area mdnager was more crea.tue tham admn:ustratlve _—
.The staﬁ and resource ‘depth_ achleved through area organ1zat10n permltted‘g' -

'-consequence" the' Varea manager was’ able to concentratei
S re 'r1t1ca1 man-_",;-"‘

ce mto better focus on th\e

.
[

o T



Under these circumstances, the role of second line management was
one of critical importance. As working supervisors, ‘responsible for the
effectiveness of activities within their units as well as for participation in
actual performance of these activities, second line management personnel
were both the means through which management decisions were converted
into action and, through their active participation in actual production activi-
ties, management's eyes and ears as well, Competent performance of their
roles required that second line management person.nel'remain constantly
alert to developing problems and continuously search for more effective and
more efficient ways of utilizing available resources. As a consequence,
second line personnel became a prime source of innovative ideas which
contributed to the strerlgthemng and expansion of manpower services during
the Project,. . = = = ' o ' L -

- Theinvolvement cf ‘s’ec‘;s;r‘;d;_nne,-managginer_it personnel in the develop-
mesn"‘tfaiSfWéll;élf‘s’_jtbé_"_"Vi:ﬁpl'i‘ém”gnft"ati‘ph»Ad’ffp‘rdgxarfn‘s and policies led to even’
. further staff participation in the _‘ménagémént~ffunctioﬁ;:“__'_UmtrﬁéQOrdin'atOrs', a
* unable to develop the téchnical competence and expertise necessary for




The Impact of Area Orgamzahon on Services

The innovative procedures permltted and encouraged by area operation
and unit organization had significant and substantial impact on both the quality
and the extent of the manpower services delivered in the area by the Employ-
ment Service, The centralization of intensive sexrvice programs and activi-
ties allowed Field Services Unit personnel to specialize in outreach and in-
take activities. The outstation center program which the staff depth and
flexibility achieved through area organization substantially strengthened the
ability of the Ernployment Service to reach out to individual applicants in need
of service.

. Durmg the PrOJect s second year,\ the total number of 1nd1V1dl.la1 appli-
- cants served, by the: Employment Serv1ce was’ 25. per cent greater than’ ‘the
““ number served durmg ‘the pre-project: year.’ sWhile the number of- apphcants’ '
» re51dmg m the: counties;:in which regular Employment Serv1ce fac111t1es were
',;.located 1nc _eased b' ,ll per_cent ‘the: number of 1nd1v1duals reached by the'

e psrored




" traffic served by the

Of equal significance, before the Project only 3.5 per cent of the non-
agricultural job openings processed by the four Employment Service offices
were from outside the four counties in which these offices were located. On
thie other hand, information derived from the 1960 Census indicates 46 per
cent of the area's nonagricultural employment opportunities lie in these eight
counties. Decentralization of local placement and local employer relations
activities through the outstation center program resulted in a 400 per cent
increase in the number of job openings received from empleyers in these
eight outlying counties. The significance of this substantial in:crease in the
number of job openings listed with the Employment Service lies in the in-
creased placement potential. To be effective, a manpower prograim, whether
urban or rural, must be able to place its clients in competitive employment.
Successful exploitation of the placement potential offered by outlying areas
such as these eight "forgotten' counties is a necessary first step in this
direction. . o . -

" Though the local economy deteriorated steadily during the Project period
 (Ottumwa itself Iost five. sizeable industries, -one of wiich had had peak em-

“ployment of over 1;000) the number of individual applicants permanently
~ placed by the Employment Service increased steadily. During the year before
" the Project, a total of 2; 655 appligants or 40 per cent of the total applicant
e R r cent of the total app.
o

. more applicants implies.

placed in permanent jobs. During the o

jhen the: innovative techniques-introduced = = -
L d | - BT 3 eré ."' 3 v

Jle differchce in activity becween the two periods and gives no indicationof = © .
~ the substantial extension of sérvices'the permanent placemeant of 56 per cent



" ‘and the Area Placeme

Finally, the number of applicants placed in permanent employment
through job development also increased steadily throughout the Project
period. Through job development 153 per cent more applicants were placed
in permanent employment durmg the second Project year than in the year
before the Pro;ect ‘

The centralizatiOn of intensive service activities and of the implied
supportive services permitted by area organization made it possible for
staff specialization and program depth to develop. The development of staff
specialization and program depth, in turn, created the means through which
effective, cooperative interagency relationships at the working level could be
worked out. To illustrate, development of formal agreenents for the cooper-

. ative outstation centers culminated in the evolution of county-level multi-
agency serv1ce centers. Sm:ularly, ‘the practice of holding periodic " staffmg :
..sessions" Wlth vmembers of the Employabillty Umt ‘the. F1e1d Serv1ces Umt o

‘Unit, ‘ _which were; 1n1t1a11y begun as a means for "

: '?'t~1mprov1ng'1nte nal communlcation and for developlng serv1ce programs S

"__"for particular nd1v1dua1s, eventually evolvedj _mto mformal 1nteragency






Operation Mainstream Program operating in the area. Delivery of program
counseling service on this scale had never been undertaken in this area be-
fore and resulted in the direct extension of service to over 50 disadvantaged
. »apphcants. In ‘addition, | centrahzatlon of the counsehng function perrn1tted

 scheduled service to be extended to the Nelghborhood Youth Corps projects
operating in the area and for supportive Employment Service. counselmg w0

.. be prov1ded to. M.D. T. A. students at the Area Vocatlonal Technical Sc hool

Centrallzatlon of M D, T A selectlon and referral act1v1tles yleld
v substantla]ly 1ncreased selectlon of target group members for- M.D.T.A.
‘training. Espec1a11y olgmflcant here was the priority Wthh could'be as 81gned

“to Operation Mainstream, . Work Experience and Trammg Programs and

" ‘Neighborhood Youth Corps graduates already’ being served by the centralized
counseling service. Competition for available M.D.T.A. training slots was
fierce. .During the second Project year, over 1, 500 area residents were
, 1dent1f1ed as being avallable for and potentlally ehglble to receive M. D.T.A.
“training. . Yet: suff1c1ent training slots were: available for only one-tenth of

~ - this number. ‘Asa consequence, ‘the ab111ty to assign priority .to the ‘training

needs_of pnm" _target gvoups achleved through the centrahzatlon of M D T A,



The staff specialization achieved through area organization made it
possible for industrial services to be extended to employers in the eight
outlying and previously unserved counties. Staff specialization also made
possible the development of a pilot cooperative high school program based
upon an exhaustive survey of 1967 Iowa high school graduates which re-
~ flected the expressed needs of the young people themselves and of school
~administrators and counselors This Cooperat1ve High School Program,
: developed by the central1zed counsel1ng and public information sections
durmg the. second Pro Ject year, subsequently was adopted as the model for
7;the 1969 Cooperat1ve I—I1gh School Program in Iowa. B

‘ Staff spec1a]_1zat1on and awareness on the part of approprlate person.nel
of an incipient manpower need resulted in the development of two particularly
- effective Summer Youth Employment Programs. These Summer Youth Em-
ployment Programs again were ta1lored to the needs of the young people and
~  to the resources of the commun1t1es in Wh1ch they were undertaken. Inci-
L dentally, the Success of these two programs had led to communlty mterest

SIS
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Centralization of public information activities enabled the Employment
Service to make optimal use of available mass communication media. The
‘development of the potential offered by radio and television was particularly

- significant. Utilization of radio and television for client recruitment, job
‘recruitment and for communicating manpower problems and needs to the
community was pursued extensively and effectively. o

© As an illustration, the four "Jobs-A-Go-Go" television job recruitment

programs resulted in the placement of nearly 400 individuals, or about 100

workers a program, in out-of-the-area employment. The significance of

' this performance becomes even more vast when it is realized that nearly 50

- per cent of these individuals had had no recent contact with the Employment

- Service, nearly 60 per cent were from the rural, outlying counties and almost

35 per cent could be clagsified as disadvantaged. .



CHAPTER 2
* BEFORE. THE PROJECT

The Ottumwa Pr0|ecl Area

The Ottumwa P:rOJect area, cons1st1ng of 12 ad]acent count1es in South-

- east Jowa, is a functlonal economlc area' (FEA), as defined by Doctor Karl

) ’Fox, Department of E conomics, Iowa State University . “According to Dr. Fox

~-in Change and Community’ AdJustment, Metamorphos1s in ‘Rural America;

- Ames, 1967, a functional economic area is a multi- county economic unit
a which exh1b1ts the followmg characterlstlcs. : ‘

(1) The reS1dents have a feehng of personal 1de11t1f1cat10n w1th a
larger commumty :

(2) Commutmg patte:cns tend to follow the functlonal area.

' (3)f' T:cafflc p ,tter‘ sf“"how ‘:a_v “j'mcreasmgly heav1er flow as one
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ond the OTTUMWA PROJECT AREA

T Ty MAKEE | -
tram jescroia DICKMINSON  {EMMET KDISUTH . 5 IOwARD WINKEIHIZK  {ACLAMAKE
$10ux T BRIEN ciav yato atto ATAW '
t
PAVETTS CLATYO !
o BUIHA VISYA | PO

AC .

[canl
AUDUBON [GUTHRIY ™
:
[ADAIR
i M
acans TR {
h
i | o .4
- S
vavior - [mmeacno ’:luml




In fact the Ottumwa area can be said to be the first idenufied functional
economic area. A 1958 study, conducted by the Iowa State University Ex-
tension Service in cooperation with the University's Department of Eco-
nomics, not only contributed to the original formulation of the functioral
economic area concept. but also resulted in a 10-ccunty economic develop-
ment program, commonly known as TENCO. Although the original TENCO
study included Washington and Jefferson Counties, these counties refused to
participate in the TENCO Economic Development Program.

'As the TENCO experience illustrates, the functional economic &rea con-
cept is more than an academic theory Related governmental agencies are

- already restructuring to conform to this new rural economic anc societal

pattern. In Iowa this trend has progressed to the point where Iowa's former
Governor Harold Hughes approved a proposal which would divide the state
into 16 such areas for all state governmental activities.

Characterlshcs of the Area

~The Ottumwa functlonal area has been cng.ractenzed by outmlgratlon

. f»and a steady populatmn loss for the past 20 years ';.-_Part of this trend is




EMPLOYMENT, AGE AND EDUCATIONAL ACHIEVEMENT LEVEL

- Profmct Arez fowa "
Labor Force 78,994 1,054, 322 ]
Unempioyed © 2,648 ‘ - 33, 630
- Per cent unempicwed R ; 3.2 i E
Participants 14-17 4,021 - 51,578
(14-17 yr. olds) as % of Labox Force 5.z 4.9 o
Participants 45 and older 36,775 439, 520 o
(45 & older) as %. of Labor Force - 46,6 S 41 7
B Populatlon over 25 © 126,755 1,553,638 | R
o Completed grade 8 or less . 55, 430 . 577,095 | .
“ias % of p‘opulatmn over 25 o V7o 376
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Organization

In the pre-Project period, foux independent iocal Employment Sexvice
offices were responsible for d:livering service in the 12-county area. Nine-
teen professional positions were di stributed among ~hese four offices, each
of which was considered a "full-se-vice" office. T reughout lowa, the Un-
employment Insurance function was separated admic’ scratively from the Em-
ployment Sexvice function and orgrnized on an area -asis before the Project.
While the number of professionai staff members /2 the individual offices
ranged from two in Fairfield to rine in Ottumwa, Il of the offices except
Ottumwa were respounsible for m [Iti-county admin:sTrative areas.
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Staff Resources

A tabular presentation of professibnal staff first line duty as signments
in relation to identifiable Employment Sexrvice programs and funcuonal
activity areas reveals substanual resource gaps.

Program or Activity Area = Centerville - Fairfield  Oskaloosa Ottymwa
Outreach - o - 0 0 0
Intake v ’ /2 1/2 i/2 1
Counseling ' 1 0 0 2

MDTA Sel. & Ref, 0 0 0 1/2
“job Corps Recruitinent 0 0 v 0 1
Nonag Placement & Job Dev. ' 11/2 1/2 11/2 2
Intensive Placement ... 0. - 0 -0 0
| Farm Placement .~ .. . - 0 .. . 0 B 0

o j'Employer f‘:elatlons ey 1 1 L




" sity of choosing, which prog

Service Problems in the Four Counties Where Offices Were Located

Without taking into consideration the geographic areas over which these
resources would be spread or the numbexs of people these resources would
be expected to serve if service were to be delivered throughout the respective
administrative areas, the delivery of "full-service" even in the citles where
office facilities were located was frequently impeded by limited staff re-
sources, S S '

In some cases, these limitations extended to basic services. In a rural,
heavily agricultural area, ‘only one office out of four had a farm labor repre-
sentative. Two offices were virtually without effective counseling service,

‘Oskaloosa had none at all while Fairfield received intermittent. itinexrant
service out of Ottumwa. In other cases, while these staff limitations did
- not entirely prevent activity from occurring in the various program and
' functional activity areas, pursuit of these activities was difficult. Manage-
' ment and staft alike were repeatedly and continually bedeviled by the neces-
ng rogTam to push at;any particular tinie since activity
the ‘staffing pattern.could only be pursued at
ay operational activities. Under these cir-
rence f effort were diffi-

n those prograim areas fot ir

he




Service Areawide

When the respective administrative areas of the four local oifices are
taken into account, the variations in the ability of the Employment Service
to deliver applicant and employer services become even more pronounced.
As the data presented graphically indicates, although more than 52 per cent
of the 12-county labor force (40, 900 out of a total laborx force of 78, 900)
lived in the eight counties not having Employment Service offices, fewer
than 16 per cent or 1, 214 applicants out of a total of 6, 627 served by the four
local offices during the year before the Project were residents of those eight
counties, :

MARION ‘MAHASKA KEOKUK WASHINGTON
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offices ‘were located.

Except as otherwise noted, data is presented throughout this report in
terms of individual applicarts rather than in terms of applications or other
forms and .<zords. Translation of "transaction’ data--data in terms of
forms and records--into individual appllcant data was accomplished by using
electronic data processing equipment to collate the activities and services
performed on the basis of the social security number of the individual re-
cipient of the activity or service. Needless to say, the picture emerging
from this "'individual apphcant approach differs substantially from the im- ’
pressions gained through the traditional "transaction’’ approach. Even if the
lowest applicant to labor force ratio of the four counties having an Employ-
ment Sexvice office (.08 out of 10 in Mahaska County) was to be used as an
acceptable measure of effective applicant service, it is clear the delivery of
meaningful applicant services was not being approached in most of the eight
outlying counties and a- substantial portion of the labor force of the 12-county
area was not even being reached. Sexvices of whatever quality and number

: cannot be dehvered unless contact w1th the apphcant is estabhshed

The Employer Serv1ces pertormance outs1de of- the countles in whlch

local offices were located suffered from s1m11ar d1;ff1cu1t1es. : Durmg the o
o :;'year before the Pro_1ect only 3.5 pe1 ‘centof the nonagrlcultural job orders B
",handled by the four local offlces were from emp‘oyers in the eight countles o

Yet, accordlng. to mformatlon from..






Four Offizes and One Functional Economic Area

~ The application of the Functional Economic Area Concept to the Ottumwa
area suggests the area is a single labor market encompassing the entire ad-
m1n1strat1ve areas of all four offices, rather than four small, independent
labor markets bounded by county lines, Data accumulated on Employment
Service activities durmg the year before the Project indicates the labor force
was-ahead of the servicing agency in recognizing the deveiopment of a single
labor market. Out of 10,037 applications active in the four local offices
during the year before the Project, just over 3, 400 were found to be dupli-
cated. In other words, over 50 per cent of the applicant clientele had ex-
pressed their interest in what would be referred to as interarea placement by
registering for work in at least one other office besides the one closest to
their residence. That this. many app]lcants went to the trouble of registering
. inmore than one oﬂflce in the area is. 1mpress1ve evidence the people re-
garded the area asa s1ng1e labor market Whether the serv1ce agenmes d1d

IR o ___1s ev1dence especmlly when- take .into account Wlth the area s h1story -
: ,,;juof outmlg'ratlon, suggests the need for a strong mterarea and mn:a area _]Ob ‘

afe apph— P

size of the labor mquet

nducted an mterarea e




CHAPTER 3
—-- AREA ORGANIZATION

The Area Concept

As a theory, the area concept--the idea of orgamzmg rural service de-
livery systems on area bases--is extremely appealing. As a . heory, area
organization promises to overcome the fragmentation of the rural labor
~ market which seems to be an mherent shortcoming of traditional Employ-
- ment Serv1ce rural orgamzatlon. As a theory, area orgamzatmn proraises
to permlt rural resources to be. pooled su_'ff1c1ent1y to create ‘the resource

| ";"‘:,"'.\_depth and. ﬂex1b111ty needed for the development of staff” spec 1allzat10n and

g "proglam depth——and requlred for the extensmn of quality servme evenly

' throughout rural areas. AS a thecry, ‘area orgamzauon is buttressed by -
‘recent soc1oeconom1c studles which document the’ emergence of rural mu1t1— .
ounty a:teds Wthh funcuon as smgle economlc units. ‘

,ip.ltgclctslce




Organizing for Area Operation

To give substance to the concept of area organization, an area manager
was appointed and placed in charge of all Employment Service activities in
the Project area. Due to the inadequacy of existing facilities, a physically
separate area office was established. The area office, along with the four
previously independent local offices, became a smgle administrative un1t
functlomng under the d1rect10n of the area manager '

, Creatlon of an area operatlon also 1rvolved fundamental restructurmg
~of. the serv1ce dehve:ry system:; The attempt to mamtam each offlce in the
area as a "full service" office was: abandoned Instead, the areawide ad-
‘ministrative unit--the area offlce and the ‘four satellite offlces together--
became the full service ‘office.” The five 1nd1v1dua1 unlts w1th1n the area-

, fW1~:1e ordamzatlon spec1ahzed in dlfferlng, but. complementary, act1v1t1es S
and functions; '-I‘ho~1e activities and. functlons for which the area. off1ce bore
, f»pr1me responsmlhty were ‘referred to as centrallzed" services. Functlons'
E and actIV1t1es Whlc_h were th "'prlrne responSLblhty of the sate111te offlces,
' L The, dlstlnctlon between §

. ]
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The criteria for determining which functions were to be centralized and
which were to be decentralized were thoroughly pragmatic. Those activities
involving beth direct public contact and limited geographicel areas were de-
centralized. In practice this meant the most of the traditional, local labor
exchange activities of the Employment Service--local intake, local Employer
Relations and placement and local Job Development activities--became the
prime responsibility of the satellite offices and outstation centers. To these
was added responsibility for local outreach, for identifying unmet manpower

o needs of both individuals and commumtles and for commumcatmg these needs

'to area oxiice»personnel

'On the other nand actw' ies. hav1ng 1mpact on the area as a Whole and
thase requiring a- lugh degr; ‘of technical competence and spec1al1zat1on
ere central1zed in- ‘the: area ofnce. ._ln r.ract1ce this resulted in the central-
,1‘,at1on of the counselmg serv1ce “of MDTA selecuon and referral activities,
‘of intra-area. and 1*1terarea JOb development and. plaCement, of the labox

"market mformatmn fum‘tmn and of commumty relations act1v1t1c.., Central—"'*

~1zed act:lv1t1es and services werxe regarded as program areas.and were p aced

“under the direction of techn1cally competent program 'specialists. De-i‘?"?*:""'

.":»‘.centrallzed activities were; placed under the drr:ectmn of satell1te off1ce'*-"_
R ‘_managers and outstat1on center personnel ARSI ' S




“Unit”’ Organization

To facilitate internal communication and to reduce the area manager's
span of control to reasonable proportions, four operaticnal units were set
up within the area. The Employability Development Unit coordinated by the
chief counselor, the Area Employer Service Unit or Intensive Job Develop-
ment and Placement Unit coordinated by the area placement'director and the

~Community Support Umt coordmated by the community coordmator were

_headquartered in the area office. The four satellite offices, along with
- persomnnel-assigned’to “the utstatlon centers L.OIIStltllted the ‘_fourth oper—,1
S aaonal unit, . ‘ ' '

the F1e1d Serv1cesl Umt

Except 1nl the case of the
bound fogeLher more by common purpose than;by fo1 aal, orga.mzat_ oL

,1e1d Serv1ces Umt the operatlonal umts were 4

[



AREA MANAGER
AREAS OF RESPONSIBILITY OF FOUR OPERAYIONAL UNITS

FIELD SERVICES UNIT

EMPLOYABILITY DEVELOPMENT

EMPLOYER SERVICE

COMMUNITY SERVICES
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I-take
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Relations

Local Job.

_ Placement .

g f Individual Manpower:.

" ‘Need Identification .

; Commumty Manpower -
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" Development S
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- Identification: -

: Recrmtment

: Specxal Prog'ram‘s". T
_Cooperxative High | School Prog‘ram
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This emphasis upon the development of program and activity iinkages,
coupled with the grouping of programs and activities with similar objectives
into functional units, proved to have two distinct advantages. It served as
a constant reminder that individual programs cor activitics were services
contrlbutmg to the attainment of objectives held in common with other ac-

‘tivities and programs and not ends in themsuves. The tendenry toward

. fragmentatlon of service which so often comes w1th specialization was dis-

"‘l;.‘posulon to see what need

pelled.. Responszbihty for developmg program and act1v1, "i‘inkages was also

placed upon’ operatmg perso‘mel— —upon the md1v1duals actually performmg

the serv1ces. A

The advantage here ‘was tworold Operatmg personnel were L; the hest‘

o “More importantly, delegation of the '

R ;respons1b111ty not only for"gettmg it done, ‘but also for deciding how it was -
.« tu be done," 1nv01v . operatmg personnel‘dlre tly,and: mt:ma e1b in. progra'
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The Field Sexvices nit was more formally structured. Though satellite
office administrative areas had been abolished for all but reporting purposes,
satellite office managers were delegated responsibility for line supervision
of activities in the outstation centers closest to their offices. Tractical
operating considerations, more than the need for immediate supervision,
dictated this assignment. Delivery of effective sexrvice through the outstation
centers required these centers to be tied as closely as possible to regulaxr
Employment Service facilities. The geographic proximity of the satellite
offices, by shortening the lines of communication, made this assignment of
responsibility desirable. ‘ f '

In one fundamental respect, the structure of the Field Services Unit
was less than ideal. Since the Project was of limited duration, local office
managers remained in the satellite offices. This was a waste of talent and.
resources, Satellite office operations could better have been directed by a

‘single manager which would have freed thiree positions for more: productive
 assignments. Beyond this, the continued presence of full-fledged managers

in the satellite offices prevented the Field Services Unit from attaining the
- unity of pg};‘pése;;and'.'_th_’e‘.qnijjorrhity of service achieved by the other umits: -
. The cancept of working together to achieve a common objective developed .-
" moxe slowly and less completely. Finally, as ymificd direction to field oper-
" “ations could be provided only by the area'manager, greater thandesirable”

- involvement of thg.area manager in the: operation of:the Field Services Unit -

' resulted. ' In effect, the area mana ‘V‘J:[{had_fto.perfprm_a;functidn which could

" more economically have ‘been.performed by any of the four satellite office .
" ‘managers had the other three been reassigned to direct management of field =

operations. .




FIELD SERVICES UMIT

Area Manager

1
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L ] 1 1
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Despite the structural shortcomings, unit organization of field oper-
ations proved advantageous. The mechanics for the delivery of more ef-
fective outreach, intake and job placement services in the outlying areas
were perfected and implemented and the quality and quantity of services
delivered within the home territories of the satellite oifices were also im-
proved. These fundameitai changes in the ability of the Employment Ser-
vice to deliver effective service grew in part from the specialization unit
organization allowed. Reduction of the number of activities satellite offices
were respon31b1e for permitted greater effort to be focused upou the areas
of responsibility that remained. Of equal importance was the motivational
impact derived froin an areawide perspective and the slowly realized concept
of unity of purpose. Successful experience in one satellite office remforced
related efforts in. the others.

Research Aspect

An adetlonal aspect of the Ottumwa Project’s mission was the attempt
to measure the adequacy of the applicant and employer sexvices delivered
" both before and durmg the PIOJeCt Development of the data required: to do
this’ tended to complh.ate Project. structure. _ A data gathermg staff had to
' vbe 1ntr0duced and accommodation’ had to be maue for their: activities at every
'operatmg level. ResponSJb111ty for developmg the researc‘h aspect of project

- activity and for coordmatmg research procedures with operat1ons rested with

the project director. U'.ltunately though the project director as ‘coordinator

of rec;ea.rch and operat1ona1 activities was fc-:rma]lv in charge of the’ erit1r,'f”'
operat1on, respons1b111tyun fact became dlw ded: Operatlonal respons1.b111ty '
g:LaV1tated to the area: manager wh11e responsﬂnlxty forx: research ‘activities
B remamed with-the prOJect dlrector.
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Innovative Technigues and Procedures

Conversion of this newly constructed area organization into a fully oper-
ational, productive sexrvice delivery systemn required considerable renovation
of Employment Service techniques and procedures. Three types of inno-
vation were introduced. Some inn>vations were basically mechanical such
as records and hardware which were introduced as additional tools to be
used in the delivery of more effective service. Some innovations were ad-
ministrative and were essentially in the management area. The bulk of the
innovations, however, were operational and had to do with the day-to-day
techniques and procedures used in the actual delivery of service. The oper-
aticnal innovations were basic while the mechanical and administrative inno-
vations were mtroduced only to make the operat10na1 innovations possible.

Two equally important mechamcal mnovatlons were introduced. First,
centralized applicant and employer order files, consisting of duplicate carbon
copies of all applications and employer job orders taken in the satellite
offices and outstation centers were set up in the area office. The centralized
files served both operational and admmlstratlve purposes. Operationally,
‘the centralized employer order f11e was of enormous value to the Area Place-

“ment and Job Development Unit since it provided immediate access to all of

“the area job opemngs listed. w1th the Employment Service and made immedi-
ate referral service possmle for those applicants referred by the satelhte
offices, the outstation centers and the Employablhty Development Umt for
whom suitable:openings were listed. On the other hand, if suitable openings
did not exist this could be learned read11y and approprlate job development
activity could] . started immediately. L11<eW1se, the centralized employer
order file was an invaluable source of current, areawide job opportunity,
employer requirement and wage rate data for the counselors and for Com-
munity Services Unit personnel.

39
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The centralized applicant file was of equal value operationally. In the
Area Placement Unit, the centralized applicant file together with the central-
ized employer order file permitted regular file search, selection, and re-
ferral activities te be pursued on an areawide basis. In addition, whether
or not suitable pexsonnel were available within the area could be ascertained
immediately when an employer order was received. If suitable applicants
were not available, appropriate recruitment efforts could be launched at
~once. In either case, substantially faster mterarea service was prov1ded
. to both employers and appllcants. : )

The centrahzed apphcant f11e also contrlbuted to the Area Placement

. Unlt s effort to- encourage I positive recrultment by employers from outside

, 'the area. Areaw1de data, by showmg the depth of the area's ‘manpower re-
. serves, proved to be’ Very entlcmg Flnally, }the centrahzed appllcant file
cortrlbuted to the effectlve operation of:the: Employablhty Umt bv glvs.ng area:
offlce_and fle_Ld personnel‘ imultaneous, 'mmedlate access to ba Sic: appll— L

by f1e1d personnel :
through p eV1eW of ‘the .entrahzed il

‘, e,- need had not been recog-' o i
ould be dentl.fled by Empmyabﬂlty Umt spec1a11otsl-;'_-""'
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Administratively the centralized files simplified the collection of data
concerning labor market imbalances within the area., Shortage and surplus
occupations within the area as a whole or in the various parts of the area
could be readily identified. Mcre importantly, however, the centralized
files offered insight into unmet area manpower needs. As an illustration,
data derived from the centralized applicant files, but developed too late in
the Project for positive action to be taken, showed that nearly 1,500 indi-
viduals in the active files had been unable to find suitable employment due
to the lack of adequate vocational skills. This is impressive evidence that,
despite maximum utilization of current programs, substantial unmet need
for vocaticual training still existed in the area.

Finally, the centralized files provided a means for evaluating the quality
of employer and applicant serV1ces through the area office and the sateliite
offices alike. Momtormg of operations throughout the area could be con- -
ducted from within the area office and supervisory “ravel to satellite offices

. and outstation centers could be limited to occasions whexe the need had been

1dent1f1ed

The sec0nd mechanlr‘al mnovatlon 1ntroduced was. a Leased Telephone'
Line Systern linking the area. office and the four %atelllte offlces The leased
line, like the centrallzed f11es, met both operatlonal and. adminiszrative

needs. Admlnlstratlvely, the leased line’ facﬂlty t1ed ‘the geogxaphlcally

v dlspersed satellite offices; and the area offlce together It also provided the

. commumcatlons 11nk requlred xf the fOur operatlonal umts were to function ', ‘

o together effectlvely, as: components of a. smgle service: dellvery system - By o
enabling the area ‘manager to. malntaln contact with all: operating. persormel -

. regardless of- phys1ca1 locat1on and to operate equally effectlvely from any
" part.of the terr1tory, the leased lme also made a contr1.but1on as.a manage-'
"’ment tool - : ‘ ‘ : ; :




The operationai influence of the leased line was equally profound. In
conjunction with the centralized files, the leased line made telephone job
development and referral service possible areawide. Satellite office inter-
viewers, while talking with an applicant for whom no suitable jobs existed
locally, could use the leased line system to call the Area Placement Unit to
determine whether or not suitable openings were available elsewhere in the
area or even in other areas. If suitable cpenings were available in another

. part of the area, then the. Area Placement Unit, used the leased line facilities
" | to arrange an employer 1nterV1eW on the spot. ' Before the appiicant left the

interviewer's desk, ‘referral to a ‘ob opeining in anothcr part of the area
frequently ‘had been arranged Dclwery of areawide job. development and
placement service on the. direct, 1mmed1ate basis normally possble only.
_within the city, served by.a single local off1ce had become a real1ty The

~ leased line telephone ‘system-also made regular consultation between: f1eld I
- personnel and Employa.blnty Development Unit personnel feaSJ_ble . This

"id1rect consulfatlve contact Was espec1ally 1mportan1 when serv? ce was

N be1ng prov1ded to counselees smce counselors needed to be 1nformed When‘

B 3
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Administrative Innovation
Three basic administrative innovations were introduced. In the first
3 place, authority and responsibility for the development and execution of
programs ind activities wer= delegated to operating personnel as a matter
of policy. The purpose was to involve professional pexrsonnel in policy-
- making as well as policy “xecution on the theory that the motivational im-
- pact would be substantial:’ ’ '
b Complementing this delegation of authority and re sponsibility to oper-
- ating personnel was a policy of placing program technicians in charge of '
specialized activities, - Line responsibility was delegeted to program spec ial-
N ists to bring their technical expertise directly to bear on problera areas.
o The re‘s_uylt,}‘wa"s' the development: of original, imaginative programs and
approaches having considerable impact:on pr.-dlem areas. .
i
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The third administrative innovation introduced was the concept of
nianagement as a creative problem-solving fiimction. Delegation of activity
responsibility to operating personnel re¢. .. -¥ management of the need to
provide day-to-day direcrtion to operations. ~ At the same time, incorpo-
ration of program techniciens into the management function introduced their

" expertise and competence into the program and policy development phase

of management activities.. Management, as a consenuence, was free to
concentrate upoxn identifying unmet manpower reeds, deciding upon pri-
or1t1es among unmet needs and working with operatmg persomnel and with
other agenmes in the devel(‘pment of programs to meet these needs. In

short, managemel became a creatlve rather than a Slmply admlmstratlvc,‘

funct1on.

The most notable mnovatlons however, were oneratlonal New tech-
riques ot reachmg out.to appllcants and employers, for contrl.butm o th

' ::employablllty development of 1nd1v1dual appllcants, for developing suitable
+job’ opemngs for placement ready md1v1dua.ls for mov1d1ng recrumnent and R
‘other 1ndustr1al services assmtance to employers and for- assmtmg com~ .-

: ";:mumty efforts to resolve communlty problems were. developed and‘imple- .
- mented, In fact; v1rtually every Employment Serv1ce act1v1ty and program
felt the 1mpact of changed techmques and procedu:res
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Reaching Out

To strengthen the ability of the rural Employment Service to reach out
to and attract applicants and employers in need of service, two courses of
action were pursucd, To begin with, outstation centers sponsored in co-
operation wiith other manpower-oriented agencies and organizations were
established in the eight counties lacking regular Employment Service facili-
ties.

Cooperative sponsorship of the outstation centers offered distinct
advantages. In return for Employment Service cooperation and expert
assistance, cooperating agencies were. willing to furnish office and com-
munication facilities. In six of the eight counties, the cooperating agencies
alsc made one or more staff members available to perform Employment Ser-
vice functions during the absence of regular Employment Service personnel.

L. these six counties, their personm_l were trained in Employment Service
" ... procedures and techniques aud placed under the functional supervision of

regular. Employment Service. staff through formal agreements with the co-

' operatmg agencles As a consequence, Employment Service staff resources ,
_in the area were: augmented by eight pOS1t1ons ‘and full-time service was ex—
: tended to sm add1t10na1 countles fhrough the cooperatlve outstat1on prog:ram

A.subst; nt1a1 increase took placﬂ in the number of personnel avallable. .
; nd outlet” activities achieved through rellevmg sate111te office

’ __‘personnel of employab111ty development activity responsibilities and through ,
‘the "multlpher" effect of other agency personnel S
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spons1b111ty for superv151on of the- 1mplemented program, .
the Community; Serwces Unit in the unplementatlon of the cuistazion concept

While the outstation centers were an extension of the Field Sexvice Unit
and were responsible for performing the same activities and pursuing the
same programs as the satellite offices, the development and implementstion
of the outstation center concept is an excellent illustration of the creative
potential of area organization and unit specialization. The need to strengthen
the Emplioyment Sexrvice's outreach capacity was apparent. The idea for this
particular type of an approach evolved during discussions participated in by
satellite office managers, the commur ity coordinator and the area manager.
The guidelines to be enployed in setting up the outstation centers were de-
veloped by the area manager while the community contact work and the

‘negotiation of the formal agreements necessary for establishing the out-.

station centers were conducted by the community coordinator through the
Community Seryices Unit. Once the centers were established, line super-
visoxy 1€‘Sp0nslb111ty revert“d to ‘the satellite office managers.

~ As thls case so aptly 111ustrates, coordmated use was effectlvely made
of three dlfferenr types of expert1se-~the Field Servlces Unit identified the

" "problem, ‘the area manager arrived at a solutlon to ihe problem and delegated
'responSJblhty for. 1mp1ementmg the solutlon to the Community: :Services Unit

and to the. Lommunlty coordmator and the F1eld Services Unlf assumed re-
Involvement of

eventually led to-a .,ubstant‘lal enlargement of the role of r,,e outstation
centers in the 1nd1v1dual counties in which they- were located. ' Successful
Emplcyment Service experience led other manpuwer- -oriented agencies to
ass1gn personnel to the centers.on a regular scheduled- ba51s - As a conse-
ouence mulﬁ-agency comprehenswe manpower serV1ce centers evolved
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The second course of action undertaken to strengthen the ability of the
Employment Sexvice to .. :t applicants and employers was the int. "siv2,
three-faceted public infori. - :on and public educaidion campaign mounted by
the Community Services Unit. One facet of this campzign featured the
purposeful cultivation of community leaders throughout the area. This
activity, which was the prime responsibility of the community coordinaioz,
involved identifying commuuity movers in each cuunty and es.abiishing
regular contact with them. The purpose of this endeavor was tc explain

'Employment Service policies, objectives and activities and to enlist the

cooperation of these community leaders in the effort to disseminate this
information throughout the respective areas. While this program shared
many of the objectives of an Empldyer Relations Program, primary.zmpha-
sis was placed upon enlisting indigenous community leaders to perform many
employer relations activities in their own commumtles This pexrsonal
contact campaign was particularly 1mportant during the 7 :riod in which the
outstation centers were heing estabhshed “The suppc. . and a sistance of
community leaders contributed inva lu.ably to the P.Lfort to get the individual-
outstations. of:t' to a fast and effectlve start. :
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The second facet of the public information and sducation campaign
concentrated upon securing assistance from personnel of other agencies to
convey information about Employment Service activities to the general public
more effectively. This program, which involved the area manager as well
as the entire Community Services Unit, required the same type of intensive
personal contact as the effcrt to enlist the support of community leaders had
demanded. Beyond this, however, arrangements were made for =elected
personnel from the Community Arcion Progrum agercies, from some of the
agricultural agencies and from tine vario ; Welfare Departments to receive
general overview Employment Service training, These training sessions,

' normaliy restricted to 2 single day, consisted of a brief introduction to

Employment Servlce programs and activities aud to the objectives these
programs anactivities were meant to achieve. Generally, individuals
who received t‘us training shared their experience with their co-workers.
In addition to contributing to more effective inte: rctation of Employment
Sexvice. actl\'lt. ies and programs in the community, this undertaking led to
greater link ages between Employrnent Service activities and the activities
of Lne other agencies. .

"To complement these two facets of th  "olic education carapaign and
to keep cooperating commum*y leaders ar. -rsonnel from other agerncies

‘up tn date on local develaDments in the manpower field, several local publi- |
~ cations were mlmawd An Area Tob Opnortumtles bulletir. was prepared and

disseminated by the Are..; PlacemenL Unit, an MDTA Training Opportunities

~ bulletin was px epa;ed by the Employab111ty Development Unit.and an Area

Labor Market biilletin was prepared and 1ssued by the labor market econo-
mist in the Community qervmes Unit.,
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However, more spectacular results were obtained through professional
exploitation of the potential offered by radio and television. A determined
attempt was made to obtain as much racio and television exposure for pro-
fessional personnel as possible. In the pursuit of thi~ :bjective during the
second year of the Project, the community cHordinator participe.cd in two
television programs, the public informaticn officer participated in three
television programs and the chief counselor participated in three television
programs and two radio broadcasts. The area manager alone participated
in eight public service television programs and three areawide radio broad-
casts, Significantly, one of the radio bruadcasts in wnich the arez manager
participated also featured the Congressman representing Iowa's Fourth Con-
guessional District. Another of the area manager's radio appearances was
as co-host of an afternoon-long broadcast in support of Ottumwa's Summer
Youth Employment Prograni. These examples are cited as illustrations of
the direction the public information program took. Rather than simple
publicity, emphasis was placed upon Employment Servire participation in
events of commun1tyw1de interest.

The third facet of the public informai'ion campaign centered around more
sophisticated utilization of the 0pportun1t1es offered by the mass communi-
cation med*a.- ‘One technique. employed in ’ChlS program was the develop-
ment of locally tallored artlcles for ithe use of newspapers in the individual
. ounties, This techmque, “especially: when o0ca1 pictures were prov1ded with
the copy, normally got the message into: prmt
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In addition to this public service broadcast activity, a venture was made
into commercial television. .. votal of four prime time, professional! quality
television broadcasts were made during the second year of the Project. The
objective of each of these broadcasts was the same--to persuade individuals
wantinw or needing eraployability development or job finding service to
contact . ~ Employment Service. To accomplish this objective, a common
format was used ‘a all four programs. Employers actively recruiting
personnel appeared on the programs to "'sell" the job opportunities and the
benefits oifered by their companies. Collect telephone calls were accepted
from throughout the area during and for an hour after the programs. To
provide "holding" power, a series of local musical groups appeared on the
programs and provided entertainment between employer presentations. In

- keeping with the policy of securing maximum television exposure for pro-

fessional personnel, the programs were hosted by the area manager.

The effect of these programs was phenomenal. Over 500 individuul
applicants, more than 60 per cent of whom had had no recent contact with
the Employment Service, responded directly. Nearly 70 per cent of these
applicants resided in the outlying, rural portions of the area, over 50 per

" cent had completed lsss t-an three years of high school and better than 35

per cent had had earnings below the poverty.level during the preceding year.

Ultlmately, nearly 400 of these applicants were placed in compeutlve em-
ployment- with the recruiting employers. These results-are discussed in
detaii in the final reporc of the Iowa Labor Mobility Project. In terms of

-effectively reaching the people, the’ commerc1a11y- styled, prime-time tele-

vision program v3$s by all odds the most productlve mformatlonal technique
employed duiing the Project.

.8l






Developing the Applicant

Area organization, through the expansion of the number of expert
services available in the area and through the increased sensitivity and
responsiveness to individual problems generated by staff specialization, . ,

- contributed materially to the ability of the Employment Service to provide ' - i
meaningful assistance, to non-job ready-applicants. Some advantages were '
derived from unit orgcl nization itself since the satellite office interviewers
no longer had prOgram responsibilities. As a consequence, the tendency.
on the part of personnel having initial contact with individual applicants to
approach the dehverv of services in terms of unfilled training slots and un-
filled program quotas instead of in terms of the assistance the individual A
applicant nec d was overcome. Filling quotas was somebody else's re- ,

- spon81b111ty ‘ o . v i

Secordly, sate111te offlce personnel had more t1me to d1g out. relevant -
= _1nformat10n and to get to know the: -applicant, - Reheved of program screening o
: :lrespons1b111t1es and the structurmg of the- 1nterv1ew which-it 1nev1tab}y o
1mp11ed a. better apprec1at1on of the 1nd1v1du.;.1's experlence, ablhue o
' problems;and shortcomings was: obtamed Realistic assessment, dnturm, . i
-+ ‘contributed to the’ ab111ty oftthe,program techn1c1an to’ prov1de effecclve,"’ . g
' ":,relevant services. - [ : : 5
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B .'_and to.local Work-]:.xperlence and Trammg cllents fw1thout

Finally, the outstation program contrlbuted significantly to the dehvery
of employability development services. Delivery of service to disadvantaged
applicants--applicants needmg assistance to develop their employment po-
tential--frequently requires repeated contact and substantial follow-up. The
motivation problems--to say nothing of the economic inconveniences- -makes
it unrealistic to expect these applicants to travel great distances regularly.
- The dispersal of Employment Sexrvice- -related facilities throughout the area
and the active cooperation of co- sponsormg agency personnel made this
necessary follow-up and follow- through possible.

In addition to these "built-in" advantages, however, area organization
permitted substant1a1 ‘purposeful innovation in the delivery of employability
development services. Inthe counseling area, for instance, the program
centralization made possible by area organization permitted a program ap-
_proach to the delivery ofiservice. Slmply stated, what this meant was that
~ the staff depth attained ‘through’ c,entrahzat1on allowed individual counselors
. to spec1a11ze in part1cu1ar program areas. Asa consequence though total
,_ycounsehng resources in the area: were.not augmemed (three funct1on1ng -
: ”counselors both before and durmg the. Pro;ect) counselmg service was. ex--

f:’tended to MDTA tra1nees~at the Area Vocatlonal Techmcal School to NYC
program part1c1pants and: to Operatlon Mainstream program. part1c1pants

- regular m-offlc

e ounse11ng program

eopardlzmg the o



The mechanics through which ths substantial extension of service was
accomplished were simple. Rather than having three counselors "hanging
free" to accommodate in-office traffic’ ‘and none of them functioning at full
capacity, in-office counseling became the prime responsibility of one counse-
lor, with the other two available for back-up duty. The prime respon81b111ty
of one of the other counselors became. MDTA related activities, while the
third specialized in interagency programs The result was a counseling
program that fulfilled regular in-office Employment Service responsibilities

and that also went far toward discharging Employment Service responsibility -

for prov1d1ng assistance to incdividuals receiving employability development
services in other prog—rams and through other agencies.

- Additional advantages were yielded by the program approach to the de-
livery of counseling service. The organization and operation of the Em-
pdoyabﬂ,lty Development Unit polarized around-the centralized counselmg
section. 'As a.case in pomt, a. c:!ose workmg relationship developed between

- the’ cent:rahzed MDTA selectlon and referral section and: the counselor re-..
o .sponsﬂ:;le for. dehvery of: serv""e to MD At ’amees Out" fﬂns liaison grew REAN
‘an apphcam: tralmng needs Hich, at one ‘pomt had: identified’ o_veri PRI
»1 500 1nd1v1dua1 apphcants in‘tieed of and:quahfled fo MDI‘A""traunng Like- =~

\ 3 ulte : ‘reaw1de 'd ntl.fl- e
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. resulted in more effective job development and-placement.

However, of the innovations effected through area organization, those
having the greatest impact on the ability of the Employment Service to
contribute effectively to the employability development process of indi-
vidual applicants were in the program linkage area. Some of these program
linkages were internal. . Within the Employability,Development- Unit, pro-
vision was made to reserve, so far as possible, MDTA training slots for
NYC, Operation Mainstream and Work Experience ‘and Training program
graduates identified as in need of vocational training by the counselors
serving these programs. Likewise, ‘the progran: assignment of a counse-
lor to delivering service to MDTA trainees enabled both local and area
pla‘cem,ent,units to have detailed, interpreted applicant and training data
available when the individual enrollee's training cycle approached com- -
~ pletion and the search for competitive employmerit began,  Finally, the.
. immédiate accessibility of the centralized intensive placement section

ability Unit clients, - whether

tivities for
m graduates. .




At the same time, more effective external linkages were also developed.
Assignment of counselmg resources to programs mounted by other agencies
strengthened linkages with these particular programs. However, the de-
velopment of interagency workmg partnerslups went far beyond this provision
of particular service. Through the programs receciving Employment Service .
counseling support additional outlets were created for regular Employment
Service clients; part of the package was Fmpioyment Service participation
in the recruitment and screening processe: for these programs. Conse-
quently, the Employment Service not only serviced clients coming out of the
programs, but utilized the programs as resources to assist in the employ-
ablllty de,‘velopment of chents reached through other scurces.

Addltlonal lmkages in the prov1s1on of serwces to 1nd1v1dua1 applicants
‘ were attained. th:rOugh the Employablhty velopment Unit. staffing sessions.
Imtlated to 1mprove commumcauon w°  n the Unit, participation by Di-

L .VISIO.u. of Vocatlonal Rehablhtatlon counse: Iowa Comprehenswe Alcohol1c :
- ,‘PIOg‘ram counselo

‘Mental Health Inst .e counselors Commumty ‘Action

5 ~program manpowe personnel Departmc : of Social ‘Welfare representatwes

~and the Iowa Manpower Council's OJT-M LA r«.,presentatlve became regular. .
I : mtenswe servic comprehensuve manpower sexvice: .




Finally, the ability of area organization tc strengthen ‘nteragency special
applicant programs was amply demonstrated. Due to the limited duration of
the Project, service programs for all special applicant groups could not be
undertaken. In view of the evident problems of younger workers in the nation
at large as well as in this partical.. ared. ser. ce w yolth Was szlected as
the area to receive emphasis. = *.

To lay the foundat1on for this program, the assistance of school ad-
ministrators was enlisted and an exhaustive mail survey of 1967 high school
graduates and dropouts which inquired into the services the students had re-
ceived and into those they felt were needed but not offered was conducted.
Nearly 90 per cent of the survey population responded. This survey is
discussed in detail in a supplemental report titled, "The 1967 High School
Survey'. Secondly, the Employability Unit, working with the informational
office, surveyed school administrators and counselors in the area to find
out what serv1ces the schoo;s felt were needed Out of th1s new partner— ,
‘ "‘program whlch became the’ modé'l for the statew1de 1969 Iowa cooperat1veij ,
school progra.m “To" supplement the cooperativ\, school program, agree— o

" ments were" Eorged with area’ Commun1ty Action agenc1es ‘to obtain their -

ass1stance ',, .'f,estabhshlng contact w1th school dropouts Fmally, the youth,
rogram was rounded out by the Summer Youth Employment":'.
again were multi- agency endeavors although ]:,mployment

,,_upplemental report "Summer 68" decxcr1bes th1s e
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Developing the Job

Area organization also permitted fundamental innovation in the job
development and placement field. To begin, the outstation program ex-
tended Employment Service-related facilities into every county in the area.
This expansion of the Field Services Unit opened every employing firm in
the 12 counties to direct penetration by the Employinent Service if Employ-
ment Service personnel developed this potential through adequate cultivation.
In short, the potential direct-access market was expanded by the outstation
program while the resources with which to exploit this expanded market
were similarly enlarged. At the same time, this extension of Field Ser-
vices Urivitactivities was supplemented by the public information campaign
conducted by the Commum'ty Services Unit.

In fact, the pr1mary thrust of one phase of. th1s public 1nformat10n
iprogram- -the phase emphas1z1ng cultivat1on of commumty leaders--was

~directed a]most ent1:re1y toward persuadmg these 1nd1genous leaders to he1p S
'-make employers in the’ commumty receptlve to Employment Serv1r'e pene- - '
v tratlon\" Once persuaded” the Tole of the community leaders was' ‘to "soften
tact by Employment Serv1ce personnel for»_,f"

Cup! * employers for. later
) part1cular appllcants.

» ployer relauons act1v1ty created the 1mpressmn thst cooperat1on w1th Em-ﬁ




i _V ?’; he app 11cant'

Job development and placement efforts consequently were more ef-
fective and much easier. In similar fashion, area organization, by re-
lieving satellite office personunel of program responsibilities, in effect
augmented the resources available in the satellite offices for local job
development, placement and employer relations activities.. Consequently,
area organization strengthened the overall ability of the Employment Ser-
vice to deliver traditional local labor exchange services by permitting these
‘services to be decentralized.to a greater extent than had been previously
possible and by creating a structure within which satellite offices could
specialize in the effective performance of local job development, placement
and employer relations activities. ‘

However, area organization had the greatest impact in the interarea
placement field. Within the Project area, the Area Placement Unit, through
effective utlhzatlon of the centralized applicant and employer order files
and the 1eased line te1ephone system permitted the complete dlspensatlon
of regular c1earance or interarea.placement forms and- procedures. _ Place—-.

" ment.and job development activities were conducted throughout the, area on -
S ar smgle office basis with the Area’ P1acement Unit" servmg as: the centra1~ :

reaw1de c1earmghouse for both apphcants and-job openings. . The existence
of a suitable’ opening for a partlcular app11cant anywhere in ‘the area ‘could
~‘"-be determmed by’ telephone and appropr1ate referral arrangernents cou1d be
- made-at.the, sam time; "
5,":‘ma11 refer 1 !

rnotlvauon to. follow through with the: 1nterv1ew.

The time loss: incurred through dependence- upon e
av01ded vhile the: speed of the referral process remorced SRR




Telephone job development was similarly pursued on an areawide basis,
Whether :initiated by satellite office personnel while the applicant was in the
office or by Area Placement Unit personnel working from the centralized
applicant file, areawide job development resources could be harnessed for
an individ: al applicant through effective utilization of the leased line system.
An applicant from any part of the area might have personnel in up to six
other locations simultaneously contacting employers in his behalf. An
apparatus capable of economically delivering intersive, areawide JOb de-
velopment and placement service had been created.

Simllarly, through the complementary Labor Mobility Demonstration
" Project, selected labor markets outside of the area were opened to direct
placement and job development penetration. Regular clearance procedures
were again dispensed with and the direct exchange of job order information
and of applicant records was initiated, Telephone job development activity
between the Area Placement Unit and the local Employment Service offices
serving these labor markets was likewise developed extensively. As was
the casé¢ within the area, the resulting direct access to job opportun1t1es in
~other areas substantlally strengthened the: ab111ty of the Employment Service
~to de11ver effectlve placement and job. development service. -Not only was
"the délay incurred by mdil referral avoided but the J.mmedlacy of the service -

o strengthened the app11cant s 1nterest in out of the area ]Ob opportunltle

- Referral arrangements could be concluded before the apphcant lost 1nterest

- or became concerned about the problems associatéd with relocat1on After

B the apphcant had '

1s_1ted the new area, been on'the _]ob S1te and had a _]obl '



Since public transpor:ation facilities both within the area and to the
major job markets outside the area were woefully inadequate, two techniques
were utilized extensively to bring job applicants and potential employers to-
gether. In the firstplace, substantial emphasis was placed upon encouraging
positive recruitment by out-of-the-area employers. In this endeavor the
pool of applicants, represented by the centralized applicant file, proved a
valuable asset, It demonstrated tG employers that sufficient potential existed
in the area to warrant positive recruitment and cooperating advertising.
Likewise, although initiated primarily as a means for strengthening the out-
reach proficiency of the Employment Service, the experiments with com-
mercial television brought a total of 12 recruiting employers into the area.
In addition, the television experiments resulted in access being gained to
hundreds of additional job openings. Generally, the attempt tn promote
positive recruitment within the area was successful. During the second
yeaxr of the Project, out-of-the-area recruiters were in the area office two

weeks out of every month

In those cases where pos1t1ve recrultment was not a practlcal alterna-

' "f"'tlve, escort service was initiated to enable: apphcants to get to pre-em-~

ployment 1nterv1ews When su1tab1e ]ob openmgs ‘had been 1dent1f1ed in
a partlcular communlty for a suff1c1en'r number of apphcants physical

.. .transportation to. the pre- employment 1nterv1ew was prov1ded either by

Employment: Serv1ce personnel or by the local Communltv Action agency.

' ;‘_,Wh11e the travel and- staff t1me 1nvestrnents were cons1derab1e, the results.,

were at least as grat1fy1ng
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Although fewer than one out of th;ree apphcants who arranged the1r own

~transportation to the pre- employment interview actually entered on the iob,

thxee out of every four of the applicants who were physically transported to

th /pre-employment intexview were hired and went t6 work. The difference
ppears to be that the applicant traveling by himself often arrlved confused,

awed: and bew11dered ‘while the motivation of the appl.l.cant prcv1ded with,

o ‘»phvs1ca1 transportation was remforced during the trip. Since nearly all of

. the apphcants escorted to the pre- employment interview were. dlsxdvanta ed,
‘the investment: appearea ws, rranted The F1na1 Report of the. Iowa Labor
-"Moblllty Dernonstration’ PrOJect di ' ‘

ussee -this: act1v1cy in deta11




[
|
3

Beyond th1s, however, because of the influence area organization had
upon the ability of the Employment Service to deliver fast and efficient job
development and placement service, development and implementation of an
areawide intensive placement concept became pract1cal Applicants pre-
senting particularly. difficult placement problems were assigned to Area
Placement Unit perSonnel on a caseload basis. -All of .the resources availa-

ble through the area. orgr‘m17at1on were worked and reworked until satis-
:.,ifactory employment for
:jfor prov1d1ng effect1

he. appl1cant was obta1ned ‘Initiated as.a means
rvic

o‘Employab111ty Development Unit clients; l
,\;he servi e was: expanded to: 1nclude"app11cants suggested by: the satell1te.f'_,.
' oﬁ:’1ces and selected md1v1duals referred by the D1v1s1on f';Vocat1onal Reha- B
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The final contrl.butlon made by area, oxgamzatlon to the ab111ty of the
Employment Service to deliver effective job finding service was in the area
of program job development, best 111ustrated by the Summer Youth Employ-
ment prOgrams. These programs, -discussed in detail in the supplemental
report “Summer-68", demonstrated the ability of area oxganization to ef- -
fectively marshall community and techmcal resources in developmg and

'1mp1ement1ng a commun1tyw1de program capable of having impact upon.the
- employment problems of an‘identifiable group of apphcants Unhke indi- -
xv1dua1 _]ob development ‘whlch"can be effectlvely performed by a smglej' ;

+

et

1
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, While the summer youth employment programs wexe the most fully
1 developed of the Ottumwa Project's program job development efforts, ‘pearly
- all of the special job development and placement efforts initiated during the
- Project incorporated the essential elements_ of program job development..
To illustrate, the extension of local placement and job development activities
through the outstation center pregram featured the involvement of community
leaders and community involvement is part of program job development.
The implementation of the cutstation centers involved securing the partici-
pation of other community agencies and program job development requires
' the marshalling of technical resources in the community. Successful oper-
ation of the outstation centers depended upon commitment of local employers
to the notion of cooperatirg with Employment Service persomnel. The com-

 raunities were sold on an idea and the sale of an idea o the community is

B B “program which was directed by the area manager involved the activities of . -
« . ... .. the community coordinator; the informational officer.and satellite office

. persomnel. 'The, initiation of job'development activities requires coordinated
. ~use of a variety of different talents to promote erployment opportunities for -
o S , . of applicants. ‘Developing suitable placement outlets . .

nter program, . The outstation.
4+ slopmient effort.  Sim.
.;' - e

" ‘the"essence of program’ job: development. . Creation.of the. ottstation center

“ommute long distances . -



R mfluence on the agency S gouv 1t1es.» '

electmc apphance md tries amd a ch'kmg ti hal stri

'Developing the Commumty

Of the three factors materla]ly influencing the operat10na1 performance
of an aorganization--the resources at its disposal, its ability to deploy these "
resources effectively and the external ¢ wwironment in which it is operating--
the latter factor is too often either dismissed as being 'cbmpletely beyond the
control of the organization or merely used as-a scapegoat upon which the
blame for failure to produce as eypected may be placed, Some things in the
environrent are uncompxo::”* 1ng1y beyoud the control of the organization.
In the case of a manpower agency, for instance; general economic conditions
are not W1th1n the span of control of the agency but st111 nave substant1al

To 111ustrate, durmg
 of economic: setbacks (a local plan _closmg Wlth a consequent loss of over -

The two years of the Ottumwa'Pro_]ect, a series =

1,500 jobs, protracted layc s in the farm equlpment manufacturmg and the .

‘severely hurt the

esat:, the est' ated_’unetnploym _nt ‘rateé in the area"  _,’ S
fore v_]ect (3 5%) to
of'the Pr03ect"_;__' T
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On the other hand, many environmental elements, such as the repute
in which the organization is held by the individuals it is trying to serve, its
reputation in the community at large, the willingness of other agencies to
T supply supportive services to and to request supportive service from the

N organization and the degree to which the objectives and the activities of the
‘organization are effectively communicated to the community at large and are

I v " interpreted in terms of recognized community purpeses can be materially
= ‘ ” influenced by the organization. During the Ottum*a Project, the public
- - information and educatioi program mounted by the Community Services
g o .. Unit, -the negotiations with cther ‘agencies ieading to establishment of the
T . oo cooperatlve outstation centers and the partlclpatlon of other agency person—
: '[_f'_'f IR nel in. Employab111ty Development Unit activities, the evolution of the co- .
O ..'operat1ve h1gh ‘school program and the development ‘of the summer youth

: - employment prograrns were. a11 ‘in part, efforts to’ mfluence these env1ron—
o oo E - mental e1ements favora.bly ’ , : :

S However,‘f'for act1v1t1es of thlS tvpe to be successfully undertaken, an -
T .A1nventory ‘of re urcesv and a lev_e “of' techmcal competence and SOphlSthc.thn o

‘a 31gnment

is ;___ttamable dn rura areas only through ared- organlzatlon._ Communlty' .' L
'he *labor market 'economlst, the commumty co—».-b»
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Community Services Unit personnel, however, did more to develop

‘ commumty support and area resources than provide program development ' ‘l
assistance to the other operaticnal units., The community coordinator, as
area CAMPS chairman and at the request of the state CAMPS chairman,

pre s1ded over the 1mt1a1 field work involved in the development of a state- . o

W1de Inanpower resources mventory ~The commumty coordinator. and the

. area labor ‘market economist: workmg together and with the 'assistance of : : o

" the' Research andStatistics Department of the Iowa. Employment Security - . e SRR

Commissior, developed employment- unemployment bench marks, in five - A

; ‘-‘ add 1t1onal count1es to: prov1de the’ Are-— : ndustr1a1 Development Comm1ttee - ‘ o
".:fw1th mor jaccurate la.bor market mforma 1on. 1ven suff1c1ent t1me, beqch

Aruitoxt provided by Eric




PO A v 7ext Provided by ERIC

.. of Community services Unit
conduct public and interagency relations activities. The consequence of

Finally, the community coordinator and the information officer collabo-
ratéd in the development of a centralized repository of employer-oriented
manpower information. In addition to information about the services availa-
ble through the Employment Service, stocks of brochures put out by other
state and federal agencies dealing with matters ranging from child labor
laws to assistance available through the Small Business Administration
were acquired and maintained. In the course of regular community con-
tacts or when appearing as the manpower representative with the Industrial

. Development Committee, the community coordinator could function as the
areawide manpower authority. " In this connection, ‘the identification as the
“single, all-around manpower. authority in the area was greatly reinforced.
., if, when legal mterpretauonoraddltmnalmformatlon was needed, the com-
" munity’ coordinator assumed responsibility for contacting the appropriate

~ agency. The increased esteem and the ‘greater willingness of community
' and business leadérs to turn to the ‘Employment Service for assistance more
“than offset the cost of the staff time required for the contact. | The "'Here's

' the address- “you write' approach had F=ew o stine our public relations
.. moré thar it iye been guessed. Al I ., the proiassional compstence

erso

el made it possible to professionally .

. .

professional-approach was to strengthen the abilizy of the Employment

Serv Spe- hose elements in the environmeut amenable to. some.




: CHAPTER 4
THE IMPACT OF AREA ORGANIZATION ON SERVICES

Measurmg Service

Rather than the traditional "'transaction’” or volume approach to measur-

ing services, an "individual applicant” approach was adopted in the Ottumwa

- Project. Briefly stated, the methodology used to develop "individual appli-
cant'"' statistics was to relate the services performed and the results achieved
to individual applicants, rather tiian to separate totals of new applications,
referrals, placements and other transactions. Made poss;ble by the use of
electronic data’ processmg equipment and techniques, "individual applicant’.

data’ provlded insight into the quality of the service performed rather thana .

,-,SJmple rumnng total o“' the number and types of uansact10ns comtered,

Not mfrequently, the dlﬂ:'erences between‘ "total transactlons and Jctual :
services to ind v1(1ua‘ applicants were nothmg less. than astoundmg To illus-
‘jtrate, when pre- Pro_]ect records were translated 1nto "md1v1dua1 apphcant

. ~data, 6, 627 1nd1v1dua1 apphcants accdunted for the 10,

, ); 037 applications active'
" -inthe’ four Employment Se;rv;ce OffICeS“ in the‘ area’ durin the pre- Pro_]ect

AE;]._‘I-,Year S1m11ar1y, the 5,57 ’::'.‘:'.,al pla ements’prop'erl ¥ ported by these B



On the other hand, " md"-ldua; dpy].lCa."lt data provided no appreciably
greater insight into unmet service needs in the are than had "transaction"
data, Individual applicant data provided a clearer indication of the number
of individuals receiving service without shedding light on the unmet needs
of other individuals for similar service. The nature and extent of the ser-

‘vices provided to individuals was revealed without giving any direct indi-
cation of the need for additional services. Adequate means for measuring
these unmet .needs for service Were not developed;

However, :1nc11v1dua1 apphcant data, by perrmttmg analyS1s in texrms of

o whlch apphcants requu:ed what types of services, made it possible to com- .
.- pare gross. apphcant serv1ce data to 1960 U..S. Census data and to date de—:
: rived from other, surveys to detect s1gn1flcant dlfferences in the serv1ces
/of applicants.. To illustrate, 1960
.1.2-county. labor force resided out- "

- delivered to’ s1m11ar1y constltdted gYoupS
o Census data. mdlcated 52 per cent of “thi
,x;.;,v_S1de of the fomr countles m whlch Employment uerv1ce ofﬁces were located
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Likewise, individual applicant data permitted applicant groups not re-
ceiving adequate w.nd effective service to be identified. Indepth analysis of
the. reasons for the failure to receire adequate service frequently led to the
introduction of new services or to the modification of existing ones.

To illustrate, when it was discovered disadvantaged applicants were
failing to report for subsequent counseling interviews, failing to report for
MDTA training or failing to adjust adequately to the training situation after

. reporting because of inadequate financial resources and 1nsuff1c1ent orien-
tation, an MDTA Holding and Orientation Class programn was initiated. In
addition to making it. possmle for dlsadvantaged apphcants to. take full ad-

antage of the. counselmg service, this Holdmg Class 1n1:roduced a "halfwayt

‘house" concept into the process of preparmg these individuals for eventual

~entry into training orinto: the world . of work. ~Consequently, though indi-
_vidual applicant data dld not; in itself, provide substannally greater in-
31ght into unmet: serv1ce ¢ r‘s_'than d1d transac*'lon data, -it was of greater

e assmtance ‘than’ transactlo ‘data. in 1dent1fymg these needs. B The 1nd1V1dua1
‘~app11cant approach to m@*asurmg servrces was. stronger both asa’ means for
"»,1dent1fy1ng unmet s ' ‘and’as a means: for determlmng whethpr or

“}""'-"_not 1den1:1f1e,d I}eeds were bemg ‘ffectlvely Served As;the stronger aPPl’OaCh ’




Appanoose?
Davis
Jefferso nP
Keokuk

. Tacas

‘Mahaska®
Marion :
_Monroe -
‘Van Buran

Wapello L
Washmgton';j';:; )

| .~V'Wayne

INDIVIDUALS WIiTH APPLICATIONS ACTIVE

‘Pre-Project.Year Project First Year* Project Second Year
10-65/9-66 10-66/9-67 10-67/9-68

919 1,086 1,279
246 195 271
846 - 579 767
215 . 238 , 312
75 : 81 : 201
679 g 963 S 1,015
91 . T 153¥x - - 376
w;; 214 ,;ﬁék,j_‘i{_‘lgs;ﬁf_ R 1288
2160 clam 260
‘2,969 <o 2,440 . 2,973
48 .- o 18 - 274
118‘_i‘: AL R 220




» Reachmg the Feople

Our table summarizes stat1st1ca11y the results of Project efforts to
strengthen the ab111ty of the Employment Service to reach out to'individuals

in need of services and compares these results w1th experlence ‘in. the area
durlng the year before the Pro_]ect.

A FullToxt Provided by ERIC
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The effort to strengthen the ' outreach" ab111ty of the Employment Ser-
vice was not 1aunched until the second PrOJECt year October 1967 through

September 1968 'Before that tlme, primary emphasm was placed upon -
strengthemng service within. the c1t1es having. regular fac1ht1es, ‘The de-.
. crease-in- appllcent service throughout the area’ durmg the first Project- ' -
'[?'_year ca_n nearly a11 be attrlbuted to the_ drop 1n Wapello County ’ Durmg the' -

A
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Developmg ihe Appllcam

Centralization of Employability Development act1v1t1es had greater im-
pact qua11tat1ve1y than quantltauvely “Toa degree this resulted from re-
‘The size of the’ functlonlng ‘counseling staff was not
increased at any:timé- durmg the’ Pro]ect perlod and actually dwindled durmg

' The number’ of MDTA trammg slots available fox
area res1dents reInalned constant throughout the prca-Pro‘] ect and the Pro‘]ect,

stricted: resources

the" second Project year.
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Raw stat1st1cs, however, do not tell the ent1re story In the training.
area, for instance, 1,500 md1v1dua‘s were identified as available for and po-
tentially =ligib.: o =gceive MDTA training during the Project's second year.
The ability of area ornamzauon to icentify anc screen potent1al traineses was
clearly demonstrated since nearly 10 times as many trainees couwld have
been enrolled had adequate tralmng resources ‘been available. As it was,
close working relatzons were cultivated witk: the’ Towa Manpower Develop-
ment Council to secizre ‘the: maximum numbe.; of’ MDTA-OJT slots po:ssible
for Employment Se*'mce cl1ents W1th the Drv1s1on of. Vocat1onal Rehabili-

© e
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 INDIVIDUAL APPLICALZS RETEIVING COUNSELING SERVICE

, _ E Percentage of
Total .iumrser Total Applicant Traffic
,Pre—‘Project_ B o297 4.5%
Project First Year - 58 9.0%
Project Second Year™ 452 i - 5.5%

"*Functlonmg counselmg staff dropp=cl from: Ihree to two n:udway during the
. second Proje 'year and to-one ﬁuzmg the ﬂnal quarter of the year. o

:Counselmg stathtlcs”were *nore encouragmg However, llmlted staff IR S
' The identified -~ ’
Nonetheless, Lo oo

FullToxt Provided by ERIC.



Finally, program assignment of the couns ling staff permitted the
counseliors to participate in the development of pxc rams designed to cope
effectively with the needs of partlcular applicant; ;xroups. Two examples
well illustrate the advantages of counselor. participation in program develop-
ment. As anexample, the evolution of the cooperative school program
during the second Project year was initiated by the counselor providing
service to high school dropcuts and recent graduates. His extensive contact
~ with young people and with school counselors, suppiemented by the findings
- of the 1967 High School Graduate Survey, provided him with firsthand know-
ledge of the areas of need in the schools.. The specmdzed staff and the
»resources avallable through area: Grganization: made it pos31b1e for ‘him to' -

translate his ideas on how to. meet these needs, into an operatlonal program.

\esult of the hlgh degree of 'spec1ahzat10n permltted by the program
ni ' ive: Sc X0, more ta110red

"‘f.an effectlve program to meet thlS need
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Finally, centralization of the major employability development func-
tions- -counseling and MDTA selec-ion and referral--introduced a distence
factor into the service delivery svstem. The question of whether or not
properly motivated rural applicants would travel considerable distances for
these services became crucial. Significantly, Project experience indicated
the distance factor introduced through centralization did not adversely affect
the willingness of individual applicants ro avail themselves of these services.

- The mcreased attractiveness of the strengthened services apparently more
ithan offset any add1t1ona.l 1ncon.vem9nce caused by the mcreased dlstances

Our table shows the nun’lber of appl1cants rece1v1ng counselmg service

_ -“mcreased stead11y so long as’ adequate staff was. ava11a.ble to: de11ver the ser-'*ﬁ "_
A ~v1ce., The number of app11cants enrolled in’ MDTA t1a1n1ng was restr1cted .
: _,',.._‘only by t e_ number of trammg slots ava‘11able.«;.

-Ten t1mes more potentlal_,-




Developing the Job .

~ Area organization and the cperational and structural. innovation it per-
mitted and encouraged had substantial impact on the permiranent placemert
performance of the Employment Service. Our table, whicn tncorpcrated both
regular placement and job development data, shows that the number of appli-
cants placed in permanent employment by the Employmemt: Service increased
markedly during the Project period despite steadily detericrating local eco-

nomic conditions and the inevitable consequence of softening local labor
demand.

INDIVlDUAI. APPI.ICANTS PI.A\.EIJ IN PERMANENT E*?I.OYMENT

Percentage Chango Percentage
SRR ~from .o AT of Total v
Number Pre Pro_]ect Per1od .':‘ApplicantiTraffi‘c E

Pre Pro;ect 40%

7 Employment Serv1ce to 1mprove 1ts overall placement performance shghtly?'
‘ desplte these local cond1t1ons. L : :




NONAGRICULTURAL LOCAL PI.ACEMENT JOB DEVELOPMENT AND APPLICANT.
INTERAREA PLACEMENT DATA REPORTED ON E.S. 209°S

Local Job
Development Clearance (a) Placement

Placements Placements Acceptances Performance

Period
Pre Pro_]ect ; 5, 578 (b\ ] 216 277 . 6,026
PrOJect First Year - 4,611 . ._;.-'003 .86 - 5,200
fe ;546 882 76.'-1‘1;1 o

Pro_]ect Second Year 4 683

o ;»‘(a) Clearance acceptances do not tra*lslate d_1rectly into placement =
o _;transact1ons. ‘However, acceptances, as the only comparableg‘_,
o ,transact1on data avaﬂable,dealmg‘wmh‘the mterarea placement of S




When the data in these tables are merged, two notable facts emerge.
In the first place, the most serious shortcoming of the transaction approach
to reporting and workload measuremens is apparent at once. Despite the
fact that the mumber of individual applicants placed permanently by the Em-
ployment Service during the second Project year was 56 per cent greater
than the number pe_rrnanently placed during the pre-Project period, trans-
action data indicates that the performance levels during the two periods were
roughly equivalent and gives no indication of the substantial extension of ser-
vice the permanent placemert of 56 per cent more applicants implies. The

failure of transaction data to reflect this fundamental change in the type and

quality of placement service being" delivered to the apphcant populat1on quite
B 'pomtedly ra1ses the questlon of the re11ab111ty of transaction data as an index:

draw:n from dati tha t does not reflect suc substant1a1 changes in. the type .
- ffand quahty of Serv1ce bemg dehvered? Rt S :

,Wha_ valid 'oncll.smns about effectwe performance can be ..

)




Individual job development activity engaged in by outstation, satel-
lite office and area placement personnel contributed substantially to the
strengthened permanent placement performance in the area. Job develop-
ment placements by their very nature are usually permanent. In addition,
since the job referral is tailored to the applicant, effective placement
through job’ development normally does not have to be repeated within a

, short tlme. Once placed the apphcant tends to st1ck

As a consequence a substantlal 1ncrease in the proport1on of ]Ob de—
‘velopment placemenrs in the ‘total placement mix can be expected to result
sina strengthened permanent placement performance because md1v1dual
tmlorm,g of the referral culmmates ina h1gher quahtv service,- The Area
L_Placement Unit's 1ntens1ve placement program and the' mcreased emphas1s ,

"Hv1dual Job developrnen placements_made durmg the. second PrOJect year.

formance

c.upon: 1nd.1v1dual Job _development in'the; satell1te oﬂflces by F1eld Services - o
g;‘Umt personnel_ ‘ 53 per cent increase: in the nurnber of 1nd1—.-r;~:-‘

quently, contributed: substan—.‘ S



In percentages, the most spectacular results were obtained in the inter-
area placement program. The number of individual applicants placed in
employment outside their home areas during the second Project year was
1000 per cent greater than during the year before the Project. Like job de-
velopment placements, interarea placements axe nearly always permanent
and rarely require repeating in behalf of the same applicant. As a result,
a substantial increase in the interarea placem¢nt of individuals ncxmally
also means a strengthened permanent placement performance.

INTERAREA PLACEMENT OF APPLICANTS

v o As a Percentage As a Percentage
: : . - Individuals =~ of Total - . . of Total
, ‘Period- . . .. . Placed  Applicants Placed .Appl-icant Traffic

05

Pre Pro;pect

- 0.8%
PIOJeCt s Second Year

73%7




Slm1lar1y, the 1mag1nat1ve recru1tment techmques such as. the tele-.
vision broadcasto which alone resulted in the p]acement of nearly 400 indi-
‘viduals, aided interarea placement and :job development activity by br1ng1ng

-add1t1ona1 employers into the-area to recruit and opened. hundreds of ad-

ditional job opportunities to Employment Service clients. " Direct access to
~and the d1rect exchange of appl1cant and job opening. 1nformatlon with the
‘Employment Service offices serving selected demand labor markets also
. contributed to streamlmed and speeded. up interarea placement procedures
o el1m1nated unproduct1ve paper work, and. encouraged direct, interarea tele-
© - phone job development activity.. F1nally, ‘the ava11ab1l1ty of labor mob1l1ty .
’_r.ass1stance_ to help those; W1111ng to accept employment in other areas_ but -




CHAPTER 5
- THE |MPAC'I' OF AREA ORGANIZATION ON ADMINISTRATION AND MANAGEMENT

Admlmsiratlon

- As much of the precedlng material sugge sts, area orgamzatlon proved '
to have substantlal impact 'upon the ability of the rural Employment Service
to administer and manager service delivery activities effectively.and eco-
nomically. The effects of strengthened administration and management have
been described. The means by which this strengthening of administrative
and managenal ablhty was effected equally deserves descrlptlon. :

_ The fundamental adrmmstratlve strength of area orgamzatlon is it pro— ‘
vides the means for coping with the dilemma presented to the Employment
- Serv1ce by the srnall rural offlce Estabhshed years ago: when transportatlon




On the other hand, ‘although these small offlces serve populatlons too
small to ]ustl_fy adequate staffing, local pressure often makes it impossikle
‘to close or to relocate these offices in an effort to consolidate resources,
The towns and small cities in which these offices are located are already
_fad1ng and will g0 to any: length to avoid.relinquishing any paxrt of their re-

maining vestiges of influence and- 1rnportance. ‘Consequently, Employment 2

Service administrators have been forced.to retain an obsolete rural organi-

,zauonal pattern and to contmne to d1SS1pate valuable resources through in-
effective and no longer: relevant staffing patterns. That the service delivery
system has been inadequate and ineffective has been clear. The means for
strengthenlng the ,serv1cede11very system, however, have be n 1llus1ve

 Area orgamzatlon resolves ths d11emma. In the Ottumwa PI‘OJeCt the

merging of the four small offlces in the developing functlonal economic area
.. into-a s1ngle operatlng unit- creatmd the staff and Tesource depth necessary .
' l_form,_developme t: fprogr m and'ac:tlvlty v:strength and spec1a11— o

4AFulToxt Provided by ERI

—

trommEmTe

e




Staff Utilizaﬁon

The solution to the rural staffing problern permitted by area organiza-
tion offers several add1t1ona1 administrative advantages. In the first place,
the number of independently operating units is materially reduced. Since
‘there are fewer independent units requlrmg routine supervision, state super-
visory personnel have. more time tc devote to working with the remaining
offices to develop programs and activities capable of coping effectively with
emerging and newly identified manpower problems. In short, area organiza-
tion in rural areas permits more creative. and productIve use of state level
superv1sory resources.. S

M01e unportantly, however, the field resource depth made poss:.ble by

B ,area orgamzatmn encourages the' development of field program specialists.

ir) _thej_ f1e1d w1th Wthh to Work 1n the S



LRI
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Be81des prov1dmg opportunity for the development of staff spec1ahsts

 the resource depth introduced through area organization also generally per-

mits more effective utilization of staff, To illws*rate from the Ottumwa
Project's experlence, centrahzatmm‘ of program activities permitted the
development of sufficient resource uzpth in the sanellite offices to make the
extension of serv1ce to the eight cu:iying counties through the outstation
centex program possible. Similarly, area organization permitted the one
staff member in the area trained in - wcupational amalysis, though assigned

‘to one of the satelhte cifices, to berutilized areawide. leew1se, the re-

. source depth created th:‘ough area or;zanization maile it possible for satel-
o 11te office and outstatlo:n center stafis o be rem.forced 1mmed1ate1y wh¢=-n,
'unusual local cu‘cumstances' ‘ Sucha :mas S 1ayofEs .or

5

‘.plant sta.ffmg ac:t1v1-
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To provide an illustration from the experience of the Ottumwa Project,
the effort to strengthen the ability of the rural Employment Service to reach
out to md1v1dua1s and employers in need of service depended heavily upon the
development of an effective and aggressive mass communications program,
upon securing the active cooperation of communlty leaders and upon se-
curing both the active participation of other agencies in and widespread com-
munity support for the outstation center program. Without the professional
assistance of the public information officer and the community coordinator
these programs could not have evolved as they did and the effort o strengthen
the outreach ability of the ru:ral Employmem: Service woiid have been weaker
asa consequenr‘e.

The act1v1t1es of kthe labor market econom1st had comparab el 1mpact
on operatlons o In th_'“ Ottumwa Pr0Ject accurate analyseQ of actual labor '
market cond ¥: 1"the quahty ‘and extent of the’ manpower services

" “actually being delivered in the-area by the Employment Service were largely

i respon81b1e for _the fd1rect10n taken duri ng. ‘the Project to: strengthen the ability -

of the ‘Employ'rnen" Service to dehver effect1ve service. The dehvery of
: .,plannmg Adequate:j.‘-:’ .




Interagency Taonciation amd Caommunity Support

Area organization hac¢ a substantial impact on the ability of the Employ-
ment Service to develop =ffective interagency cooperatlon and to cultivate
widespread community support in the Ottumwa Project. However, the de-
welopment of community and interagency cooperation and szmport had o be

swursued informally. A formal Comprehensive Area MarTower Planning
system (CAMPS) machiner7 had been established in the area it the indiffer-
ent attitude of too marnr DJarticipating agencies toward CAL/PS effectively
orevented concrete Progess toward strengthening interager.ccw relationships
through the. formal orgamization. Although thwarted on the Formal, maulti-
agency level, the resources and the resourcefulness put at the disposal of
the Employment Service through area organization pecmi: sted a bilateral
a.pproach to the development and strengthemng of cornmumt y and mteragency
cooperatlon amd support L - : : R

o »;Commumtles and agenc1es," 1nclud1ng the Employment Serv1ce, have L

" ‘objectivés to accomplish and ends to achieve.  Though the ends and’ objec-.

S tives of'dl_fferent agenc1es‘and of d1fferent communltles are usually not.- L




- “counseling.s

Area organization, by strengthening the se:-vice delivery syszam through
the creation of program and activity depth and through the expznsion of the
variety of services available throughout the ar=a, strengthened the Employ-
ment Service's bargaining position. The Employment Service cnuld offer
services wanted and needed by communities and other agencies--a more
attractive package--in exchange for their assistance.

As a result, office facilities, supportive staff and the ac:ive supporxt
of community leaders were obtained in the outstation centéxr prizzram in ex-
change for the extension of expert manpower services assistzmce into the
outlying counties. The ability to allocate two staff positions to outstation

 activity was parlayed into the :f._ulll,-,tivrpe”deli_‘Very‘ of Employment Service sexr-
* vices in six additional locations and part-time service in two more communi--
. ties. " Similarly, theability of the 'Employment Service to'provide program

pport to the NYC, Operation Mainstream and Work Experience

" and Training programs operating in the ‘area culminated in these programs = -

' becoming work conditioning, outlets for Employment Service employability.

* development clients on an unprecedented scale. I mixch the same way, the

| illingness of Area Placement Unit personnel. to accept intensive placement .

clients'from other agen

ies resulted in other agency personnel performing. .« .
much of the legwork associated with personal job development activity and

In effect, the ability to deliver effect




O '.*_.ployrnent Serv1ce to" evelop»commumty ’and 1nteragency cooperatlon and

The stronger package, however, did not in itself secure community and
other agency suppoxrt and cooperation. The package had to be mierchandised.
Effective merchandising required assessmeiit of the market, advertising,
saiesmanship and the consistent delivery of a quality product according to
sciedule. In short, the serv1ces of professionally competent public infor-
mation, community relations, labor market analysis, and managerial pex-
sounei. Axea organization, by placing all Employment Sexrvice resources
i» the area under single direction, provided the means for assuring the
delivery of effective service--the quality product--on schedule. Like-
wise, area organization by permitting tlie professional competence and
th - technical expertise of a public information officer, a community re-
lations sp'ecialist and a labor market economist to be introduced into the

area made adequate and accurate assessment of area manpower needs and '

labor market cond1t10ns posstble. Area orgamzatlon also: prov1ded the

. means through which. these needs and conditions and the potential ability
' of the. Employrnent Serv1ce to’ cope effectlvely Wlth them could be cornmun1~’

"lcated ciearly to the commumty and to- other agenc1es

The 1mpact therefore, of area orgamzatlon upon the ablllty of the Em-

g s'u'pport and cooperatlon

I TSR Y |
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Management

In the Ottumwa Project, the management function was fundamentally
affected by area organization. In fact, a radical change in type of manage-
ment required in the rural Employment Service occurred. In part this
change resulted from the substantial strengthening of the rural Employment
Service delivery system affected through area organization. Consolidation
of resources had created a more effective instrument requiring more S0~
phisticated direction.

Of equal importance was the centralization of areawide managemernt
responsibility into a single management position. Absolutely essential to
the singleness of purpose and the uniformity of service necessary for effec-
tive area operations in a single management position, the introduction of
an area management concept necessarily obsoleted the part-time manage-
ment concept which had traditionally characterized rural Employment Ser-
vice operations. ‘ I o N

“The Ottﬂmwai’Prb_j_eét'1eai:ried'thi's the hard way. Due to the limited '

" duration of the Project, local office managers.remained in the satellite
_ offices. throughout the Ottumwa ‘experiment. 'At-,t_he very best, the result
. wads.a tragic waste of talent: ‘The experience, skill and expertise of these -
gere could have been more productively and effectively utilized in other
'\ assignments in the area operation.” At the worst,’ this was a frustrating and,
nally .ofting experience for the involved-individuals and, on .
le to e area operation. Area organization,..
areawide management, had createda - .
e rural Employment Ser-: S s
nagement in the process. =~ .

- Failurd to recognize and to ad:s t'adequately and realistically to this fact:
" led to unmecessary and otierwise entirely avoidable administrative compli-
. ¢ations and difficulties--all or the order of teﬁipeéts"“in,,teaqufs;f.;'ﬂi‘roughdgﬁ: e




The role of the area manager as it evolved in the Ottumwa Project was
more creative than administrative. The staff and resource depth achieved
through area organization permitted responsibility for the day-to-day oper-
ation and administration of individual programs and activities to be delegated
to competent specialists who served as working program and activity super-
visors. As a consequence, the area manager was freed from the welter of
administrative detail--from the housekeeping duties~-which so often con-
sume management resources without materially benefiting operational per- -
formance. Able to concentrate upon bringing area resources into better
focus on the more critical area manpower needs, the area manager's prime
responsibility was to determine policy, to set objectives and to allocate re-
sources among competing objectives. In short, he could create as effective
and as comprehensive an area manpower services program as available re-

- sources allowed. Area management, consequently, was largely an expediting

- function. Dev1smg the means for more effective’ dehvery of service, rather
v j]_-,than the mere superwsmn of a’ staff performm,g routine.and entlrely pre—

. scrlbed acl:1v1t1es, was 1ts d1stmgu1sh1ng characterlsn RN L

:;k"cr1t1ca1 impoxtance |
ness “of acuf”jlnes W1thm thelr units as well as for ‘the’ part1c1patmg in the",ﬂ_\_,

o

A i 7ext Provided by ERiC

Under the cu:cumstances, , the role of second 11ne managernent was of :
As workmg superwsors respons1b1e for the. eftectlve— :

.ctual performan e of. these ‘act1v1t1es-;" second Litie !management;personnel,j‘




The involvement of second line management pexrsonnel in the develop-
ment and the implementation of programs and policies led to even further
staff participation in the management function. Unable to develop the techni-
cal competence and expertise necessary for effective program innovation in
each cf the areas of specialization within their units, unit coordinators dele-
gated responsibility and commensurate authority for activities to individual
program specialists. The management function premeated almost the entire
organization; a type of participative management had evolved.

To illustrate, the creative potential of participative management and
the way in which it functioned, the outstation interviewer assigned to the
Washington County Center detected the need for and the community interest
in positive action to deal Wlth the problem of summer youth employment.

~Unable to provide a satlsfactory solution with the resources at hand or

' avallable through the. Field Services' Umt, the. outstauon mterv1ewer brought

. the need to the attentlon of the area manager,: The commumty coordmator
o was then detalled to. the area to cooperate with- the outstation’ 1nterv1ewer in
",soundmg out the’ ‘community and to dev1se a'course of action. “When the
nature of the. need and the extent. of the, commumty resources. available to
f'cope with it had been satlsfactorily 1dent1f1ed ‘the dare *manager and the
o fcommumty coord1nato ; ,ime 'W1th nommunlty leaders to _iscuss alternate




The contrl.butlon to be made by the expertlse of each md1v1dua1 involved
in the operation of the program was effectively capu:ahzed upon in the de-
velopment of the program. Beyond this, each of these individuals was
thoroughly motivated because it was his proglam The result was an ef-
fect1ve and successful program. ~

Ultimately, the substant1a1 1r1pact of area orgamzatlon upon the entire
manpower service delivery system in the area resulted. in good part from .
- the evolution of effective part1c1pat1ve management. Without the adequate :

..___staff depth prov1ded by area- orgamzatlon, of course, part1c1pat1ve manage-.* .
ment could not hav ' evolved and the servlce de11very system could not have-?

?by th1s\ staff depth had to be completely reahaed 'The act1ve part1c1pat1on_
- ;of the 1ndw1dua1s who made up the sta_ff in’ the management process not only B




: CHAPTER 6
OBSERVATIONS ON ADOPTING AREA ORGAN!ZATION

lowa’s Reaction

Even before the final results of the two-year Ottumwa Project had been
completely compiled and evaluated, the operational implementation of area
organization and of many of the innovative techniques introduced. and perfected
through area organization were begun by the Iowa agency. More eloquent
testimony to the effectiveness and the pract1ca11ty- -a more emphatlc endorse-
= ment- —of area organlzatlon could not be asked o
: : The FlSC&l 1969 Iowa Plan of Serv1ce prov1ded for the retent1on of areag. :
s forgamzatlon in Otturnwa and enV1s1oned the adopuon of area’ organlzatlon in -

‘three additional areas. ' In addition, the exper1menta1 ‘Co- operatlve High
School Prograin developed durmg the second Pro Ject year served as the model -

; t-for the 1969 Iowa: Co- operatIVe High' School Program Whlle the rev1sed Inter-

’:area I‘Lacement ‘and’ Jjéb. Develo Ient: Program nnplemented by 1 ‘the" Iowa agencyr oy .
2 vinJanuary 1969 represented the: operauonal adapmuon of techruques and pro= ‘.
' _Tefmed ) rthe A\rea Place -Unit, ~The Contribution

’ a.-;'v,cedures develo' ed’s

i”‘fbegun 'toib »cap“ tahzedu- n: ‘




The Ottumwa Experlence

Now that the final results are in, some definite observations about the
essential features of effective area organization--and about some of the pit-
falls to be avoided in the 1mp1ementat10n of area organization--are suggested

by the Ottumwa experience. - 'T'o begin, insignificant though it. may seem, the -

phvs1cal location of the area office proved to have an effect upon operations.
In the Ottumwa Project, the lack of adequate space in the regular Employment
Service office in the central c1ty made it necessary to establish a physically
separate area office which was less than ideal. In the first place, it confused
the public and, in the second place, it led to an estrangement between the

area office staff and the staff of the local office that was nelther desirable nor

conducive to effective operat1ons

Slmllarly,_ the Ottumwa e‘cperlence mdlcates that desplte the resource

> depth and: the program strength area: orgamzatmn permlts, -efficient dellvery . SR v
‘ ive support and ass1stance of 5 R
_‘In fact area organ1zat10n '

-.of. effect1ve rural"EServvlee still: requ1res the ‘a
other agenc1esgf nd f th' 'o.mmunlty at large”




In similar fashion, the initial experience with the Creative Job Search
classes was unsatisfactory because an attempt was made to launch the classes
before their relevance and importance had been adequately communicated to
the community .- ‘However, conversion of the Job Search classes into an
accepted part of recognized interagency employability development programs
resulted in the realization of the full potential of this approach to delivering
needed services to individuals. Numerous additional examples might be
given.

The Ottumwa experience also provides some indication of the problems
associated with mtroducmg a temporary project on top of an existing organi-
zation. . mma]lv :Mroject activity. was simply superimposed over regular
local offlce operatlons and the s1tuatlon was intolerable from every pomt

T Pro;ect act1v1t1es and unt11 PrO]eCt and safélhte off1ce operatlons were effec-

Ctl\).u that any s1gn1flcant results,

= the sm1p1e acqulsltlon of addltronal resources, proved to be the. key to both -
' eff101ent operatlon and effect1ve orgamzatlon. ’

The Ottumwa exper1ence arso suggests that ].f there must be a choice .- -
‘ between add1t10na1 staff and the f1sca1 reSources and phys1ca1 fa0111t1es

' required for maximum utilization of currently availablé staff, tie: latterf S

"-‘-_'alternatlve should always; be chosen.’ During the Ottumwa Pro;ect, ‘the pro-
- fessional staff was never at’ full. ‘complemerit. - ‘However, adequate’ fi
"-,;’:physmal résources were avallable and were effec ‘ver employed ‘The result -
- was’ substa.nt1a1 strengtnemng of the manpower serv1ces de11vered in the area

o t,_desplte pers1stent staff shortages. :

; 1sca1 and” -



Among the fiscal and physical resources found to be vitally essentiul to
effective area operation was adequate provision for travel and communi-
cations needs. Effective area operation required instantaneous service,
usually possible only within a city in which an Employment Sexvice office
happened to be located throughout the area. Delivery of this type of area
service depended heavily upon adequate communication facilities and re-
sources. The effectiveness of interarea job finding and job filling efforts
similarly depended upon fast and effective communications, while area
direction would be impossible Wlthout 11m1ted communlcatlon with the dis-

’ persed operatmg units,

“In the Ottumwa PI‘O]eCt the need for fast enectlve 1nterarea communl— E
cat10n was met' through a 1eased line telephone system. T hough- the partlcu-

' lar ‘system instailed proved to be: ‘more. soph1st1cated and consequently more
' expensive than necessary, ‘substantial savings- over the cost of regular long .

distance servxce were still effectcd The: system cost’ $411 a month.” How--

. ever;’ an; average of 1, 300 calls a. month were. carrled by ‘the - system durmg

’,;__’the perlod of full prOJect operatlon. ‘ Dependlng upon the 1ength of the calls, ‘
. "f;:'-regular long d1stance charges,v for: th1s volume of: act1v1ty would have cost

S "sfrom $650 to' $700.a month:accerding. to telepbone companv est1mates '

RRRIR [ U



In much the same way, the ability to provide effective service in the out-
lying counties depended not only upon having sufficient travel funds to permit
the regular outstationing of professional personnel but also on being -able o
develop community and employer support in those counties. To provide
adequate service to the residents of those areas, the job outlets available
through indigenous employers had to be developed. The personal contact
work necessary to develop this community aand employer support required
not only staff time but it also required txavel money.

 Firally, the Ottumwa experience indicates that, properly utilized, a
_smali ndvertising budget can make a tremendous contribution to effective
operations. In the Project, television was found to be the most effective
means for disseminating information to the public in general and to the d1s—
’ advantaged in part1cu1ar :

- The reason for th1s is not hard to: f1nd A recent State Un1vers1ty of
Iowa -study ‘shows that wh11e nearly 53 perx:. cent of the households in the
Oti:umwa area do not subScr1be to a daily newspaper, only 2 per cent do, not
‘have te1ev1s1on sets. : Ma.x1mum exp101tat1on of available pubhc service tele-
_ vision’ time, however, d1d not exhaust the potent1a1 offered by this med1um
'smce unf.ortunately, pubhc serv1ce time: slots tend to be reserved to. those“ '
‘_-f:_.,port1ons of the day when the v1ew1ng pub11c is very small The Ventures
~.into prime tirpe telev1S1o -:ir_epresented by the "'Jobs- A -Go- Go series pro—

g }.:‘,iduced spectacular resulrs. “The cost-of these four prOgrams together was
rirless than $800 ye more than‘SOO md1v1dua1s contacted the Employment Ser—

' 'fv1ce in direct response ‘to these’ programs. 'I‘he opportunrr.y to exploit prime

: <_t1me, commerc1al telev1s1on offered by a: modest advert1s1ng budget had . .

- ,strengtnened the’ ab111ty of. the Employment Serv1ce toreach out to and to
~ Lattract_ md1v1dua1s in need of serv1ce to: a degree totally out of proport1on ro
the small costs 'mvolved L » 4 ,




< 'cohsuming confusion:

. easily. Th

Area Siruciure

The Ottumwa experience strongly suggests that effective area organi-
zation requires that the entire area cperation become a single waministrative
unit. In the Ottumwa Project, satellite offices retained their identities.
Their staff, with few exceptions was left intact, managers remained in each
of the offices and separate statistical reports were prepared by each office.
Most of the problems encountered by the Project can be attributed to this
failure to completely integrate all Employment Sexrvice fzcilities into &
single administrative unit. The introduction of area management-~&bsc-
lutely necessary for the singleness of purpose and the uniformity of service
required by area organization--on top of regular local office management led
to a surfeit of rnanagement in the first place, and to endless and needless
confusion over lines of authority and the roles of the various layers of
management in the second. Reyond this, the irrevocable commitment of

staff resources td,particularisat‘ellite facilities restricted staff flexibility
‘needlessly while the retention of independent reporting tended both to dis-
- courage development of effective, are‘awide activities and‘to perpetuate

satellite office efforts to protect their spheres of influence. -

~ On the other hand, "tvhé:‘i‘n;t:;e‘g]':atioﬁ of the satellite offices and the area
office 'into a single administrative unit would have offered distinct advantages..
Statistical reporting could have heen c entralized allowing: adgitional satel-*

lite office staff time for productive activity. A single Field Services Unit

ng over lines of authority and the prevogatives of the
various levels of management wou ’

 positions would have been fized fos

ot L Ce. L . WV - ,“n__ o A D g 25T P
o or. miore productive assignment. 'Finally,
" the parochialism of the v'qx;i_ousb_'_,s'taf‘fsc_:\gu_lic‘lifljlay;e been discouraged more
¢ Field Services Unit could also,have acquired that unity of pur-

* manager could have adequaely supervised satellite office activities, Time-

d have been avoided and three additional .

' ‘pose ‘which animated the -’ophér)v:g‘j’pef_:a;tib'néilfunit‘sf}_"arid}ji(rhif; h.contributed so

‘substantially to their effectiveness. - .




- ployer order files
placement prograr '
- able and: effective asset when the effort to promote pos1t1ve recru1tment

Area Operations

Effective area operation, in the Ottumwa experience, involved the
centralization »f some Employment Sexrvice functions and the decentraliza-
tion of others. Generally speaking, intensive services--services requiring
a high degree of competence and technical skill--were centralized in the area
office while "extensive' services--services involving extensive immediate
personal contact--were decentralized into the satellite offices and ocutstation
centers. As a consequence, intake, local placement and employer relations
activities were decentralized, while counseling, MDTA selection and r eferral
activity and area placement and job developmeént were centralized. ‘

The centralized and decentralized services together, however, formed
a continuous service system. The distinction between "'ceniralized” and "de-
centralized'" services was purely administrative and applicants frequently
benefited frora both without being aware of the difference. Since area office
and satellite office or outsiation personnel might well be providing simultane-

~ous service to tl_e same applicant effective communication was required so
" personnel in each incation had immediate access to applicant information.

As a consequence, the central appl1cant file performed an essent1al funct1on
1n the overall service de11very system.

More 1mportant however, was the role the central applmant and em- . -
played in the area and interarea Job development and
Here, ‘the central apphcant files proved to be a valu-

acusaty by outs of~the area employers was made." Ll.kew1se, the central

o ,applr.cant and employer order files formed a cen.r 1 eposuory of area-

wide job. opemng and avallable app11cant 1nformat10 A s1ngle telephone
call establ1shed Whether or not a suitable: opening: for an appl1cant was
ava1lable in the area .or whether or not the type of appl1cant sought by an

tj‘ -employer was 1mmed1ately available. "As the essence of successful inter-
area job development, placement and employer job. order filling was found

to be the speed with which effect1ve action could be taken, the contribution
‘made by the central applicaut and employer order f1les to successful oper-
ations was substant1al
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Unit organization made a similar contribution to effective area oper-
ations. Concentration of related functions and activities into operational
units amplified the impact of the individual programs and activities by en-
couraging the development of operational linkages; administrative concen-
tration tended to result in service concentration. Beyond this, however,
the specialized resource depth achieved through uait organization facilitated

development of effective working relationships with other manpower -oriented
agencies.

To illustrate, the concentration of employability development sexvices
in the Employability Unit led to the participation of Division of Vocational
Rehabilitation counselors, Iowa Comprehensive Alcoholic Program counse-
lors, Department of Social Welfare representatives. and Community Action

. Agency personnel in Employab111ty Development Unit staffing sessions.

Similarly, successful outstationing experience by the Field Services Unit

led to the ref'ular detailing of personnel from othexr agencies to the out-
: stauon ce
_evolved: :
N the nnpact of the services de11vered by the: Emuloyment Serv1ce, the unit
. -«d.pproach to servme de Very contrlbuted substant.lally to the abllny of the
‘Employment aervm et effectlvely tap resources avallable through otber ‘
';‘agenmes S : : ;

TS, with: the result; that county mu1t1~purpose manpower centers
thsequently, in add1t1on to providing me means for increasing ’
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Area Sraffing

During the Project, budgeted staff in the area was augmented by 15
professional positions. However, during the operation of the Project at
least half of these positions were consistently vacant and only three were
filled continuously throughout the Project period. Beyond this, the need for
many of the filled positions resulted directly from the inefficiencies intro-
duced through superimposing the Project over the regular organization.
Had the regular organization and the staff resources this organization
represented been meaningfuvlly incorporated into Project organization and

operation from the beginning, the substantial augmentation of professional
staff would not even have had to be budgeted.. To provide adequate service
in the Ottumwa area, Project experience indicates a minimum professional

~ staff of 23 and a clerical staff of 3 organized into 3 operational units would
. be required. . EIE e e |




UNIT AREAS OF RESPONSIBILITY

FIELD SERVICES UNIT EMPLOYABILITY DEVELOFMENT UNIT COMMUNLITY SERVICES UNIT
Outreach Counseling, in office Labor Market Information
Intake Counseling, Program Collection
Employex Relations, MDTA Selection & Referral Interpretation

Ag & Non-Ag MDTA Training Needs Dissemination
Local Job Deveiopment, Identification Statistical Reporting

Ag & Non-Ag Job Corps Screening & Public Taformation
Local Placement, Recruitment - Interagency Relations

Ag & Non-Ag HRD Intensive Service Program Development
Industrial Relations CAMPS

Activities Industrial Development
Individual Manpower Need v : Activity

Identification ' . ) Co-opzrative High School
Testing _ - i L ‘ . . Program -
Community Manpower Need [ : Summer Youth Employment

-Identification . . B . ' v ' : Programs

Arxea Placement Sub-i.mit -

Intensive Job Development
Intra-area :
Intexarea

Intensive Placement
Infra-area

. ,.Interarea.’ . S

: -~xecruitment

. Intra-area

Intexarea

4



To comment briefly on the differences between this organizational
pattern and the organizational pattern evelved during the Project, inter-
area and intra-area job development and placement responsibilities have
been placed in the Field Services Unit. The independent identity of the
intensiv> placement sub-unit, however, has heen preserved. To be effec-
tive, intensive intra-area or interarea job development and placement ac-
tivity had to be pursued as a first line duty. This was clearly demonstrated
by the difference between the first and the second year Project experience.
Clearly placed responsibility for these activities is, therefore, necessary.
Secondly, no separate provision has been made in this organizational pattern
for Farm Labor Service activity. The Ottuinwa experience was entirely
concerned with the development of an effective Rural Manpower Services
program--with the delivery of relevant manpower services in forms and
at locations accessible ‘to residents of rural areas, Under these circum-
stances, Farm Labor Service activities were integrated into the total ser-
vice delivery system, with the result that outstation center and satellite
office personnel satisfactorily discharged' Farm lLabor Service responsi-
bilities. With the geographical area of responsibility reduced to a single
county, adequate time was available to develop volunteer farm representa-
tives and to contact individual farmers. In addition, one of the major re-
sponsibilities of the community relatiogs"specialist was to establish and to
cultivate contacts with farm-oriented agencies and organizations to conserve
Employinent Service resources by enlisting cooperation and assistance in
‘reaching out to farm applicants and to farm employers. Consequently, - the
need to devote substantial Empioyment Service resources to individual agri-
cultural contacts was re¢ ced. . R s B .

‘Staff assignments, by pdsitivofn:tit_lve, the duties_ of‘_"each position, the

number of such positions in the area, and the units to which these positioas
would be assigned, are shown in the following illustration,

C@inis



THE AREA STAFFING PATTERN

POSITION DUTIES NUMBER UNIT
Area Manager Direct area operations, 1
maintain top level community
& employer contacts
Field Services Unit Direct & supervise the 1 Field Services
activities of the Satellite (Central Office)
Offices & Outstation Centers
Labor Market Economist Compile & interpret statistics 1 Community Services
& labor market information
Commuunity Relations Public & Cdmmunity Relations 1 Community Services
Specialist activities-disseminate information
Statistical Clexk Record & compile statistics 1 Community Services
Outstation Im:erviewer * Intake, local placement, Job 2 Field Services
Development, employcr relatmns-- {Central Office)
outreach
. Satelllte Office Intake, local p'lacement', Jobs .9 Field Services
Interviewer - Development, employer relatlons, 3-Central Office
' S .outreach _ 2-each Satellite Office
.v 'I_IlduSt‘rial’Service's T Occupatlonal Analys1s 1 Field Services
. - ‘Specialist - - . Industnal Relatlons (Central Office)"
' Area Placement’ R ‘ V,_Intra & 1nterarea ]ob development, 1 g Field Seﬁiices ‘
Speclahst s o placement & recrultment . : v L (Cen"tral Office) :
1 .Intenswe Placem qt~~ A j}.:lntenswe mter & mtra area ]ob y 1 ’ ko1e1d Serv;ces
. _Spec_lahst‘ - S ’vdevelopment in beha].f of difficult o (Area Placement Sub Umt)
ST R : 10 place apphcants & apphcant .
- Employability Development
Job orps Recruiter  Employability Development
. MDTA Selectioh, Officer - o Sc,reerl & J‘:efer"r’,o MDTA L 1 ' _'Employability De{relopmeht '
~Test Admmistrator o :_ Administer E. Sv.‘Tes_ts A 1 F1e1d Services'
T T Sl e o RCh, (Central Offlce)
Steno'gi—:apﬁe:r L Receptlon & General Clencsi ;.: 1 "‘«"'ﬂleld Serv1ces :
L E e e e (Cenl:ral Off1ce)




Arirtoxs provided o enic ISR

As this staffing pattern implies, efficient operation at this total staff
resource level requires the centralization of statistical reporting activities
and the elimination of satellite office management positions--in short, the
literal creation of a single administrative unit within the area. Available
staff resources are too limited to permit duplication of nonproductive func-
tions and activities. By the same token, full realization of the potential of
each staff position is similarly required. This staffing pattern is predicated
upon the continued operation of three satellite offices and eight outstations.
Changing circumstances might eventually make desirable the merging of
sor ‘e outstation centers, the strengthening of a particular satellite office

slation to the others or the opening of additional outstation centers.
Consequently, the distribution of Field Services Unit staff must be regarded
as tentative. Current circumstances dictate this type of assignment, but

. - changing circumstances could equally well require completely: different .
- distribution. - B e TR o

- Of equal importance, staff 's‘p"‘ec‘ial‘ligpis:"haVe to be utilized correctly.

" Program assignment of at least part of the counseling resources is neces-

. sary if the potential offered by, these resources is.to be realized.  Likewise,
** - the industrial services specialist cannot be'used as a swing ‘interviewer and.
" the intensive placement Specialist must work with management and the com=

- munity selations specialis: in program fob d

evelopment. - The Field Services
utine activities inyolved in carrying out

Unit interviewers can perform thi

- a program once it has been developed. - In short, while the specialists must *
“be working specialists, ‘they must:work-in their areas-of -specialization.




Finally, several highly desirable, though not absolute essential, po-
sitions have been left out. Chief among these would be a trained public in-
' formation officer in the Community Sexrvices Unit; the duties of this position
have been divided between the community relations specialist and the area
manager. Similarly, an employer relations specialist with areawide re-
sponsibilities would also be a valuable addition to the Field Services Unit.
Responsibility for maintaining contact witl. top management personnel, now
shared by the community relations specialist, the field services manager
snd the area manager, would be concentrated into a single p031t10n and could
be pursued ina r-oordmated fashion,

/

Respons1b111ty for day to day, workmg level contac”s with emplovers ‘-
W0u1d not be changed by the presenc,e of anarea employer relations special- -
Wh11e coordination of' activities of the employer relations speclahst .

' v___would be. requ1red these day to- day contacts Would be made by satelhte
. office and outstatlon center personnel in any case.

L Fmally, an addltlonal test: admuustratori i the F1e1d Serv1ces Unit would L
" be desirables:. Teatm’g‘," ctivity. cannot b c"'"inpletely centralized; Asa '
dltlonal travchng test administrator makes it

S necessary. for sate111te'off1ce and cutstation: center personnel to occas1ona11y"‘-""jf.

‘ consequence, lack of an




Closing Observation

The Ottumwa experience indicated that area organization can sub-
stantially strengthen the ability of the Employment Service to deliver effec-
tive rural manpower services. Adoption of area organization, however,

‘means change and change is often uncomfortable and frequently dewnright
painiul. ‘

Yet aren organization can meet tb’ challenge in rural America-- the
challenge, to-provide more = ophlstlcated services to more people more eco-

~ nomica The United States Employment Service and-the affiliated state
'_’.,'agenc1es in, therefore, -ill-afford to allow the feehng of insecurity and
the lack ¢ omfort engendcred by change to stand in the wa; of fundamental o

reorgamzatlon of the rural bmployment Serv1ce dehvery System. v

The challenge in rurai Amerlca musi be mef
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BUILDING A COMPLETE MANPOWER INFORMATION SYSTEM

A comprehensive manpower service system must draw on many sources of
information. It must have specific, detailed knowledge of its own operations. It
must know the people i+ is attempting to serve, the employers in its area and the
social and economic environment in which the labor market is situated. The direct,
individual knowledge of applicants, employers and the community must be supple-
mented by composite data to show overall conditions.

The regular monthly reports (ES 209, 212, etc. ) tell only part of the story.
They record total volumes of activity and traffic--data useful for measuring pro-
duction and work load as well as for providing some idea of labor demand and
supply. But these reports are woefully inadequate for depicting services to appli-
cants. Duplication and loose accounting renders these records of applicant flow
an unreliable measure of labor supply, while general failings in standardization
and reporting make job opening as well as applicant data « questmnable basis for
an analys1s of labor markf*t conditions.

To fill these gaps “the Pro;ect developed a completely new approach to the

" coliection and tebulation of E.S. operating data as well as an expanded and refined
employment/unemployment estimating program for rural areas. The methodology -
employed in thé collection and tabulation of £.5. operating data in the PrOJect is
adapta.ble to regular, non- experlmental Employment Serxvice operat1ons

Essent1ally, this nev methodology is based on two ma1n features
1. Relating serv1ce\*s performed and results ach1eved d1rectly with the

, ;of separate totals: for numbers of appl1cat1ons, .
numbers of ref; xrals, numbers of placements “etc.

2, “A complete accountmg of alL in and out appl1cant (ES 511) flow SO
that, within any given tnne permu, the number of new. appl1cat1ons
plus react1vat1ons and transfers from’ separate act1ve f1les will be:

- equal to the 1nact1vat10ns plus- rema1n1ng active file, |

‘The means for ach1eving these oh3ec._1ves are flexible.




Master files of applications and orders were located at the Project office to
assist in the several centralized services conducted there., Even without the extra
machinery required for maintaining these files, however, a simplified record
system could be set up either for a one-office or multi-office operation. The
exact details of how a master-file or centralized statistical pick-up system would
woxk will depend on the nature and objectives of a particular service plan. The
simplest version would be based entirely on clored applications. Data could be
picked up from these source records at either the local office or area level. While
much of the information acquired in this manner would be old, it would still provide
a clearer picture of what is actually happening for the applicant than the more cur-
rent but unrelated statisti~s provided by standard procedures.

Some modifications of established record keeping procedures may be neces-
sary to provide more useful current data on intake. A record of reactivations,
especially, is needed. It could probably be designed around a new form to be in-
serted in the primary application to upcate applicant informartion every time re-
activation occurred.

The Project maintained several centralized records of its operations:

1. Application (ES 511)
Duphcate copies of all prlmary active and inactive apphcatlons

2. Job Orders (ES 514)
Or1g1na1 cop;es_ of all orders.

3. EDP data sheets o - :
Specified information obtamed from the apphcatlon or d1rect1y
from the: apphcant were recorded on forms des1gned for key
, punchmg :

These data sheets were the basm for tW'u sets of records
4 and 5 beloW. : » '

4'."*Manua1 Tabulatmns b

5. E, D P Tabuiations and Manuai Summarics

6. E. S Monthly Reports

7. ’Cotnposne Tabulatmns of Data from E S N’onthly Reports




All of these sources plus employment and unemployment estimates and socijal-
econcmic data collected from external sources were -tilized in the development
of the Labor Market Information program. '

The Otmurawa Project found the B. E.S. unempleyment estimating procedures
could serve very weil as the other part of the foundation for a comprehensive labor
market information program covering its entire 12-county area. Although the full
scope of such a program could not be developed because of more urgent needs for
operating data, several stages were implemented or explored. An abbreviated
description ©f the major problems encouutered and results achieved are listed
below,

1. ADVANTAGE OVER ALTERNATIVE EMPLOYMENT SURVEY METHODS

Some form of household survey would provide the most accurate,
complete data. It would give the Employment Service and the public
much needed information about characteristics and location of the em~
ployed, unemployed and labor reserve. The costs, however, even for
a sampling instead of a complete census- type survey, seemed prohibitive.
This limitation would be greatly magnified if surveys were to be taken

" more than once each year. The results might be incompatible with
current state estimates based on establishment data, or B.L.S.--Census
Burenu.Standards for the currerit Population Survey.'

The Employment Securlty system was chosen because it av01ds the
above problems. Estirates could be prépared frequently at a minimum
addition:to fixed costs. In1t1a1 Work wuh the various COU.I'l.tlea 1nd1cated
there were s1gm.f1cant dlfferences between them. To measure lasor
market differences, as wellas to ‘allow for.lack of Progect resources
neaded to establish benchmarks immediately for all nine Loun&}es lack-
ing current work force summaries, it was decided to prepaxe separate
estimates for each county rather than the entire Project area.

121




{
'
V

2, ESTABLISHING BENCHWORK

The impiementation of this type of estimate depended on the ability
of the ISES Research and Statistins Department to provide certain compo-
nent data both for berichmarks and periodic estimates. Some concessions
in completeness and accuracy had to be made to adjust work load require-
ments to a level that could be handled by R & S and the Project.

The following employment data obtained:
A. U.I. covered employers

a. Data is available from state unemployment insurance records
(ES 202) for most firms with facilities located entirely with-
in the survey county. (Sometimes, however, U.l. records
erroneously include employm=nt in several counties. It was
necessary to review the 202 data to assure that it conformed
as well as possible to county beundaries. )

' B. Other Employers

a. Complete list of all nonagrlf.ultural firms vnthm ea’. oumv

~ developed from local office reCurds, telephone books, IPER.'
(state Tetirement plan), U.I. covered employer lists, B.E.S.
records, etc. : S

- b. ;A'Conducteu spec1al surveys to find. employmcnr in other fixms,
- - esped ially rallroads, government agenc1es and nonproflt
estahllsuments not covered by U.1. o

c. Covered employers w1th employment in more than one county
-, (not. included in data from R & S) 1dent1f1ed and added to covered
employment list Covered employers cannot: ve detected by
umber of employees alone ' :
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d. Remaining employment may be determined by one or a combi-
nation «f both of the following:

(1) By survey (mail, telephone, door-te-door) evern if not taken
at the sairie time as other benchmark records,

(2) Use of small firm data (presumed noh-covered) from
BGAST records.

Disadvantages

(a) This source is outdated (used March 1962) for these
benchmarks.

(b) Industrial classifications may not be simijar.

{c) No way to tell whether covered employers are in-
cludec. ‘Employers may have fvur or more employ-
ees in some report periods and st111 not be covered
undar__.cwa Law.

e. Agricultural employment estimated by R & S statewide trend
adjusted to county level according to U.S. Census data.

3 EMPLOYER CONTACT

_ Several tyy:es of letters ohmtmg employer coopvratlon were te%ted.
Mail: surveys to establish benchmark were a*tempLed in three counties
(Jerferson, Mahaska and Keokuk) c,ons1stmg of an original and one follow-

“up .etter. None of.these surveys had anywhere near a complete yield."

Tuey were finished by telephone or personal visit.: Benchmarks for Lucas

" and Wayne Counties were based on: door ~-to~-door cemnsus conducted by per-
~sonne from the PrOJect and the Cemelvﬂle office manager as part of in-

dustrial services or employer relations program. These produced the -~

most satisfactory results except that there were some problems in obtain-

ing the exact type of data neaded (that is, pa imarily, nonagricultural, wage
and salary, full-time or. part-tiine employees working" unly in the county

-des 1gnated)
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Periedic surveys of a representative sample of employers were made E
monthly with 652 and 1, 219 forms for Jefferson and Mahaska Counties by
the Fairfield and Oskaloosa offices. Surveys of Keokuk, Wayne and lucas T

Counties were made bi-monthly directly from the Project. The most effec-
tive questionnaire fcr these direct surveys was the "shuttle” type. Blanks
for recent survey weeks were added to returned questionnaires and sent
back to employers shortly after the end of the two month period. -

RESPONSE TO APRIL-MAY SURVEY
Total No, Firms
Surveyed Replies %
ILucas County 61 50 82
Waynga County 46 38 83
Keokuk County 56 » 51 91

- 4. ESTIMATING TECHN!QUES

Some adjustments had to be made o the Employment Service estimating
procedure for small areas to adjust to limitations in data and time availa-
ble to both the Project and the state R & S Department “For example the
U.1. claims data used may have omitted scme residents: of Project counties

"who filed clai™s outS1de tlus area. . Basmally, however, the- estimating:

proccdure was observed quite closely The weake st areas were agricul-

. ‘tural employment entrants and re-entrants 1nc1ud1ng some measure of

persons leaving and returnng to the military. The ~ajor market firms

- listed by the four local offices* should have been reviewed moxe carefuily

with more additions made in 1ndustr1a1 groups not adequately represented
in the 652--1219 samphngs
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Aruitoxt provided by Eic:

5. UTILIZATIION OF ACCUMULATED LABOR MARKET INFORMAT'ON

A

Diract Ma’l Newsletters

Several styles of newsletters were devised. In general, the iaten-
tion was to provide as informative and easily understoed communica-
tion as possible. Variety in format was considered desirable and the
occasional use of graphs was considered useful in presentation.

The Froject information officer contributed to the development of
some of these news ~rte—s. He planned a special letterhead to help
distinguish this area report from the separate raailings sent from the
Ottumwa and Centerville offices. This letterhead, however, was not
completed in time foy use.

Selected data from Employment Service records were often in-
cluded in these newsletters to represent labor demand and supply de-
velopmen.s. :

When estimates for eight counties became available, a composite

total was featured facilitating comparisons between each county: This

information was thought to be especielly valuable, along with arsawide

applicant, job order data and state and national unemployment esti-

mates, - to help attract local attention to a community's employment
circumstances. : ' -

Approximately 400 copies of these "Area Employment Develop-
ments'" newsletters were distributed each month, and additional copies
were made ayailable to the local offices and outstations. Most of the
mailings were to cooperating employers and community organizations
in Mahaska, Jefferson, Wayne, Lucas, and Keokuk counties. |

e o L

News Releases

Crveral of the newspapers in the area, and the one T.V. station
util. .~ Area Employment Developments."” Special releases were
prepaved for Jefferson and Mahaska Counties to report estimatas pre-

pared for months when the "Developments' were not issued.
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C. Basis for Additional Studies ' {

The information acquired in the preparation of unemployment
estimates may be profitably used as the basis for several other
studies. In fact, other groupings of the work force besides the uasual
industrial categories offer much more potential for useful application, ‘ --

Labor market developments should be measured in texms of
characteristics identified more directly with the people ‘who make up
a work force. The people and the agencies serving thein will then be
better able to relate overall conditions to their own special circum-
stances. For example, a report on the number of machine tool opex- :
ators employed in the local area compared with last month, and the N
percentage increase in unemployed aged 45 or over would have specizl N
S1gmf1cance to persons in this occupational age bracket, Placement, o
training, public assistance and other prOgrams could be more pre- o §
cisely directed.

The records developed in the preparation of benchmarks provide !
an excellent basis for additional studies. A beginning was made by
the Project in exploring ways and means for utilizing it to acquire
more det ‘led information about the work force. . With several refine-
ments _ t. 2 survey methods involving a minimum of extra work, these
new objectives could be 1ncorpc>rated as part of the unemployment esti- - !
mat1ngprogram T e T R T S o

o One approach to the development of a more product1ve data collec—» L o
tion szstem -would be- the division of benchmark studies into industrial = - I \!
» gments. : Instead of rev1s1ng benchmarks ona countyw1de basis-~ "

: ' ' one in the area--the d1v1s1on couldvbe

" by industry group: .
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A questionnaire and tabulation form were developed to initiate this
3 procedure for the eight counties in the Project's survey area. A sur-
vey of industries 50 and 59 was undertaken but nct completed because
- of the termination of the Project's unemployment estimating program

% in May, 196¢. o ' ' :

e The response to this mail survey was not, as expected, complete,
] It was designed only to reduce the work load. The follow-up by tele-

B phone or in person, however, is almost a necessity. In fact, some
- C of the respondents should also be visited. to assure complete presen-

¥

1 tation. The results of this more intense study will help surveyor and
o cooperating Employment Service staff gain a new perspective of the
.- jobs in their area. This knowledge can be conveyed to tue public

3 through a variety of informative materials: lists and deseriptions of

demand occupations, articles on particular local industries and their
7" - manpower needs, éxplanations yof demand and supply conditions re-
i - flected in employment and unemployment estimates and Employment
T o Service records, etc. It will be possible to depict,. in fairly accurate
4=~ terms, the number of openings for particular occupations, special

% © .. ..local requirements and conditions, probable fumire needs and trends,
i * the significance of industry groups to an area, &

industry groups to an area, and their distribution. .

T G - throughout a multi-county:area, ‘

. An oveiall view of labor matket conditions is vital. Every job
“seeker, &mployer and Employment Sexvice employee knows some- .-
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- o COMMISSIONERS
CECIL A. REED, CHAIRMAN
)\ E O W A -é‘E“O‘R-‘GAENiStESUNDBERG
EMPLOYMENT SECURITY COMMISSION
QKOWA STATE EMPLOYMENT SERVICE

UNEMPLOYMEMNT !NSURANCE SERVICE

HanoLp E. HUGHES, GOQVERNOR

South Iowa Manpower Center

Twelve-County Area Employment Service Office
P.O. Box 53% ' v
Ottumwa, Iowa 52501

Good Morning, ‘

Like most concerned citizens who have frequent contact with folks looking for work,
you are undoubtedly interested in information about job opportunities available in
south central Iowa. As a start soward closing this information zap, a copy of the
first edition of the Area XV job Opportunity Bulletin is enclosed. This bulletin
lists current job openings for which zrea employexs are actively seeking workers
right now. For further infoxmation about these job operings; please contact the
Towa State Employment Service Arez Office at the South Iowa Manpower Centex in

Otwmwa or your closest iocal Iowa'State Employment Service Office.

The South Iowa Manpower Center is located at 116 1/2 South Market Street in
Ottumwa. The telephone number is 682-8386. Iowa State Esnployment Sexvice

offices are located in Centerville, Fairfield, Oskaloosa, and Ottumwa. In addi-

tion, Employment Service staff may be contacted at the following locations on the
daysgivem

St Albia e ChamberofCommerceOfﬂce ©0 5 Tuesdays.
Blogmtield . Davis County Community Center .~/ Toesdays
P farina - Lueas Coumy Communiy Cemer | Wednesdays
‘Corydon .. " Wayne County Community Centex Mondays /-

. Keosauqua, " 'Van Buren County Coramunity " | Thursdays = .. )

CKeowville . - Vednesdays .
'+ Sigourtey. 1sement of the Post Office .. " Thursdays
+ Washington. ashinigton Cour tat Mondays &
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AREA XV JOB OPPORTUNITY BULLETIN i
: . ) .Experience -
Occ. Code Joh Title Special Job Information Open - Pay & Education . Counties §
: i
029.281  Laboratory Tester L Tests metals 2 --- 7.S., will train Washington ‘
045. 1G8 Counselor I Vocational Counseling 1 $650/mo.,  Master's degree, Voc. Wapello ’ E
o ‘ : staxt- Guid. or 30 grad. hrs. ?
078.381  Medical Lab, Asst. Resgponsihle for chemical tests 1  Open ASCP or ANT reg,, | Appanoose
: & interpreting results. © '$500/mo. year experience ) .
. ' ¥
160.188 Accoun’ “nt . Audit books, prepare profit & 1 $400/mo.’ College grad. or have Wapello
loss statements, etc. Up-DOQ completed business .
: course. Experience pref. w1
160.188 (Cost Accountant Maintains cost data of plant 1 - $6000~ College grad., expericnce Mouroe -
operations. 7200/yr. preferred
166.118 ° Manager, Persomael _Plans & carries out policies "1 $5000/yxr. ' College graduate, will Appanoose 1
L o relating to personnel acttvities. . wp DOQ - train - . i ~E
186.288 < Loan Officer - Will be trained in all phases of 1 == Prefer some college, Appanoose
I oL . bank operatlon. ',_' L ' wx].l traln ~t
187,118 ’,'Reerééﬁonlrsli;;‘nerviéer Develop recreational program 1 N Couegegrad preferred. “Marion . A
a recreation actlvities L -
Take dictation,’ compose, lette % $3200/yr s gmd., shorthand, - Jefterson . |
‘fﬂing and other clerical dut1e< Sl $355/1no. 'typing, exp. desu:able S T
Clexk, 'G'eperal ' $1450/hr ’ ‘H S grad., will cram =‘Ma;ipn R i
Clerk-Typist

i

“eRiC
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'[.-MC

Occ. Code
209,588
210.388
219.388

223, 387
249.268
250.358

258,358
262.358
266,258

.. 266,358

job Title

Clerk, genmeral

Bookkeeper
Clerk, Gen'l. Office

Stock Clerk

survey Worker

Salesman, Ins.

Salesman, Adv,

-4

- 'Salesman, Grain:

B &Feeds St
'Salesman, Chem

’& Drugs TN

. aalesperson,
: Cosmetxcs . "

) aleBma.n, Fa.tm &
‘G#¢n&m'

" Will be assigned £y Aavﬁlﬁsﬂ\l
route. : RN ;

o Sell & del'nonsl:ma.tj,3
L May also sell’ son\‘;

\/\/W
AREA. XV ,QQ Qpppmtf\"ﬁ gULI_EﬂN

. g Experience
Specizal Job ].nfonh/"\w : (72 Pay & Education
Routine clerical duy/A\g L4 520/me. H.S., capable of follow-
assists teachers Wiy Yo A . ing insrructions
students. i :
Complete bookkeepiZ\ 2 560wk, H.S. grad., experience
. Mmin, TBD  preferred
Receive & type < 1/ 3 v f‘ﬁmfl AR ; A3pr/mo.  H.S. gred., expervionce

Slart Preiersed

Receive, check & Qﬂeiﬁ%m 1 51.60/mr. H.S. grad. or equivalent,

items, take inventy, o experience preferred,
: will train
Compile mformatlw &Qﬂ 104' 2 $277/me.  Will rrain, must have
incoyr 2 families, ab’\\t Q , + 104 car & la. driver's
oducational level, v mije license
Sell insurance on leﬁ "S/s‘e#\ 1 s H,S. grad. & insurance
. sales, exp, pref, but
will train
Sells advertising t‘)p‘laﬁsg 1 $50/wk+  H.S. grad., salesexp.

firms in local & mﬂ\w A ComIm,

Du:ect farm. sales y \ef ce/ . 1 Qgﬁf. /.~ Prefer farm or sales

baCkgx:ound

W111 u-ain

; ,.S grad., recem: sales
exp. &fa.rm background

Q

[Aruntoxt provided by eric [

Sl.’/’S/ﬁ’?‘-x} H s, grad., ,wxlltrain

. ‘.Retau exp preferred,‘ U

August 12 1968

Counties

Keokuk

Jefferson
Marion

Wapello

Appanoose
Davis
Mahaska

Mahaska

Marion
" Wapello
‘ . Wayne

- ;Keokuk.
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Occ, Code
278,358

278.358

289,358

289.458

290,468

292.358

299,381

811,878

 Laundey Womdn

Wai&ess .

Job Title
Salesman, Household

Salesman, Household
(appiiance)

Salesman, Generall

Salesman, General

Groceryman,
Journeyman

Salesman-Driver

~ Caxpet-Layer

,Live i’ with elderxyvlady.

AREA XV JOB OPPCRTUNITY BULLETIN -

Special Job Information
Sells large household appliances. 1

Sells large & smali appﬁanceé. 1

] Sells tires & auto accessories. 1

Sells various types of 4

merchandige. -

Responsible for customer . 1
relations. Supervise check-

out operations.

Drive an esmblished route, 2

. Lays carper, tile & linolewrn /n “.1

private & commercial estahlish-
ments.

f Sorts &prepares clothmg for SR
automatic ‘washer . s

7$1_»>.y157’nr,. E

Open  Pay

7% Comm. H.S. equiv,, will train

$350-400/
mo ,+Comm.

$1.60/hr.
+ Comm.,

$1.20/hr.
- $550/mo.

$1.60/hr.
up DOQ

$140/wk.
$300/mo.

$1.50/hr.
- DOA

115058125/

Experience

& Education

H.S. grad,, experience

Counties

Appanoose
Wapello

preferred, will train

H.S. preferred,
experience helpful .

H.S. grad. (1 opening
requires 2 yrs. college)

H.S. grad., ability to

organize

H.S. & sales cxperience

preferred

Able to lift. Experience

Lucas

Wapello
Washington

Appanoose

‘Wapello

Wepello

Appanoose

pref., but will train.

Able to l.ift.j.: Literate.
. Willtrain,

Ladyover18 .

Experience preferred, | -
will train, Uterate,

- Aughst' 12,1968

Jeffersoﬁ )

. Davis’
T ; Marion
2 f.]efferson

: ‘ Muscaune

. Appa.nnose .

ST Joremn o p P PR I

SRl T F R
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AREA XV JOB OPPORTUNITY BULLETIN
‘ Experience
Qce. cXNe Job Title Special Job Information Open Pay & Education Counties
313.38¢  Cook Prepare meals, 5  $1.00- Knowledge of cooking Monroe
1.30/hr. Davis
Mahaska
314.38% Cook, short order Prepares short order meals, 2 90¢-$1.10/ Experience preferred, Davis
hr. but will train
315.388  Cook Prepares meals for nursing home. 2. --- - ‘Lucas
318 .387 Dishwasher, Machine  Washes dishes by hand and 1  80¢/hr. e ) Davis
' - machine.
332 274 Cosmetologist Duties normally performed a 1 50% Comm, State license Monzoe
by cosmetologist. '
355.378  Nurse-Aide Generyl care for patients, 8  $1,15- Will train . Washington
: 1.30/hr. Mahaska
- Marion
$1.35- Erperienced Jefferson
1.47/hr. . Van Buren
: Lucas
Wapello
o \372'.‘368-. Watchman1 - S 5',Patrolpremxses, perform © .2 $1.70- - Ableto Lift. Maturity Washington
T e T ‘Zgua.rdduties . S 2, OO/bJ"., ) of]udgmem: " o .. Jeffexrson - -
406,887 " Nursery Worker, _,Potdng&camg forplants. L '$1 75/m- THS prefmed L Jefteiinn’
407,464 Grounds Keeper ege. 1. sz 25/hr. ~Expenencedf ST Jefterson
I SO UBBBPOWermower-f . = : - R
o ‘4217‘353\_'. Fa.tm Hand, Gen'l, General fa.rm work as assigned. 6 , $250 340/ Should have recent fa.rm . VanBuren’
- o Sl : FRUUPS LR +Extras experience
: ‘Ten_dé,iéaling machme’fpr'jinétél,' Jetferson”
| Kugust 12,1968

—




Qcc. Code

512,782

512,782

518,782
519,887
600.280
609.130
609.884
619.885
620,281
- 638,281

706,887

- 720.281

TV, Seryice &
'Repaixman.

Jot Title

Furnace Operator,
Helper

Furnace Operator

Machine Molder,
Squeeze

Foﬁndry Worker
General

Machinist

Machine Shop
Foreman, Production

Laborer, General

Machine Operator B

Auto Mechanic

’ Mammmnce
. Mechamc II

Assembler. Production‘

: Repairs& #&jﬁstéiad.@s_;ﬁd‘ .

AREA XV JO3 GPPORTUNITY BULLETIN

Special Job Information

Trainee for duties of arc
furnace,

Controls electric arc furnace.
Operates molding machines.
General foundry work as
directed. .

Uses drill press, lathe &
other shop tools

Co-~-ordinates activities of
workers.
Various duties in machine shop.

Train as machine operator and
assemblers,

Do complefe epgine & trans-

. ‘mission work on forelgn &
domestlc cars. :

Gem_efél assembly line work,

f

Open Pay
2 Conf,
2 Corf,
1  $2.50/hrt
incentive
2 §1.80-
2,23/hx,
1 $1.82-
3.36 DOQ
1 Open
2  $1.60/hx.
2 $1.75-
1,50/hx.
‘1 §2.25/hr.
1 conf..
g oslirse
oL 98/hr
labor-i-

Experience
& Education

Able to lift.

Experienced

Literate, will train

Experience helpful,

will train

Must have machine-shop
background & supervisory

experience
Dependable

Will train, mechanical

aptitude

Prefer experlenée but

‘ willvt:rain 2

. ‘Previous indusu-y maim.
L :'Ownhandtnols K

o I._,itera.te,‘ w;u. t:rgm o

) Experience ‘0T, vocational

Countizs

‘Washington

Washington

Davis
Davis
Mahaska
Henry
Washington
Appanoose

Mahaska

Wapello

Waéplngton o

Malfion

" "Monroe . '

Agust 12, 196877~
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828.281

.905.883 °

Qcc. Code

781.884

787,782

806.381

807,381

810.884

819.887

827.281

862.884

869.884

Job Title
Cutter Machine 1
Sewing Machine
Operator

New car get ready
man

Auto-body Repairman

Welder, Arc

Welder, Helper

Electrical Appliance
Serviceman

Electronic, tech

- numerical control
. Systeims majnt,

: Plum.ber, Helpe;: o

e T

Construction .
) Worker 1

' Truck Dnver.
,Heavy - )

‘_mstallations.

' constructicn of sewer lme

Drive heavy truck delxveting L

AREA XV JOB OPPORTUNITY BULLETIN

Special Job Informestion
Cuts garmets with machine.
Operates commercial sewing
machine.

Services & adjusts new auto-~
mobiles.

Complete body & fender work.
Welding, may do some repair.

Helps welders as needed.

Wili repair refrigerators,
waghers, and dryers

Will repair electronic
numerical controls of

. machine tools. .

Aasiats plumbers m

'General 1ahor as assigned m’. -

Open Pay

$1.50/hr.
$1.40-
1.60/hr.
$70/wk.

boQ

$1.85-

2.00 DOQ

$1.50/hz.

TBA-DOQ

Open

$1.60/hz.

Experience
& Education

H.S. or equivalent, will
train
Literate, will rxain

Will train

Training or experience in

" auro-body work

Experienced

Dependable

Frefer experience

Voc. 2 yr. electronics
course or better.

"Exp erience preferred

.Frefers plumbing back- -
o ground Will train -

Experience preferred
wxll train T

" H.S. preferr.»d. L
'experienced

August i2, 1968 ;

Counties

Lucas
lLucas
Mahaska
Appannose
Keokuk

Mahaska

Davis

Wapello

Washington

i(eokuk :

" -Davis

Lucas -

~ Keokuk
' Jedferson .

(%)

‘EMCZ"
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12 offlces_ ndou \ i 1 composmon of the active apphcant: f11e at: the end of

area
employment
‘Deve!opments

SOUTHEAST IOWA
JANUARY - FEBRUARY" 1968

UNEMPLOYMENT RATE JUMPS TO 4 6 PER CENT

The seascual upturn in unemployment for this e1ght: county, Southeast: lowa area amounted to an esti-

. mated 790 more jobless than in December. Nonagncultural wage and salary employment increased,
particularly in the manufacturing sector, due primarily to qet:tlement of labor-management: disputes
that idled over 1, 240 during the previous month, The overall drop in the area's work force, shown
on the attached table, can be attributed primarily to withdrawal from the 1abor market of seasonal
workers in agriculture and retail t:r:tde

The Faivfield area retained its exceptlonally low unemployment rate, while Centerv1 le and A]bla
experlenced sharp mcreases from the four per cent levels of December.

CLERICAL PROFhSSIONAL JOB SEEKERS MORE PLFNT IFUL

The Bupply of apphcan 701, ﬁle at ot..t:e Employment: Sew1ce offlces m thlS Southeast: Iowa area
howed 11t‘1e overall change, desplt:e the ‘receipt of about 850 apphcaflons for. full time work at.our

_EmpIOyment:,Servme offlces at: Ottumwa,
Bloomfleld Charltcn, Corydon,

t:able may‘i')e ob : me ] tc ] 1€e:
‘ Centerv111e, Oskaloosa, or Fa1rf1e1d or outstat:lons in- Albla,




South Iowa Manpower Center
Iowa Emplcyment Security Commission 12-County Employment Service Ofc.
P.O. Box 535, Ottumwa, lowa

EIGHT COUNTY WORK FORCE SUMMARY
JANUARY 1968

Labor Market Work Force Number =  Per Cent Nonfarm Manufacturing

Area 1/ : (civilian) Unemploved  Unemployed  Employment 2/  Employment 2/
Albia 2, 620 , 210 8.1 1,350 160
Centerville 5,790 . 490 8.5 3, 380 , 1,070
Chariton 3,550 . 2110 . 3.2 2,230 | 350
Corydon 2,870 140 4.9 1,170 - 240
Fairfield 6,780 110 1.6 4,850 1,810
Oskaloosa 7,770 400 5.1 4, 660 1, 030
Ottumwa 17,770 . . 730 . 4.1 14,510 ' 5,840
Sigourney : 4,280 190 4.4 2,020 110
TOTAL Jamary =~ 51, 430 o 2,380 4.6 34,180 - - . 10,610
“TOTAL, December 5/ 54 930 . .. 1,590 4/ 3.0 . 34,0004/ - .9,8404/

;Net Change 1 soo;, : 47907 o o e=s e 4170 0 C .+ 770 ¢

T Bench Work
Y_Structural Work ;
5 _M1sce11aneous N

B Machme Trades »
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Mahaska County
LABOR MARKET REPORT

The Oskaloosa area cwlhan work force averaged 8 230 durmg 1967, This total
included an estimated monthly average of 210 unemployed, 1, 060 self-employe”

and unpaid family workers and domestics, and 2,210 in agriculture within the
county, The remammg 4, 750 nonagricultural wage and salaried (except domestlcs)
were dlstnhuted among the following mdustrlal groupings:

i

Manufacturmg Total .. . .1,040

5_'~Durable Goods. v

[

' .
(e




A comparison of 1666 and 1967 figures for Mahaska County show the 1967 labor
demand decreasing in the construction, manufacturing, and trade categories.
Workers placed by the Iowa State Empioyment Service dropped from 1, 165 in
1966 to i, 056 in 1967. The drop was mostly due to a decrease of almost 200
employer orders placed with the Employment Service when 1966 and 1967 figures
are compared. ' '

A NONAGRICULTURAL PLACEMENTS

>

1967 % 1966

185
240

50

283

16

110
166

34

1, 084

S 81
© %1, 165

~J

CONSLTUCLION . & « v v v v v e« « o - 133 15.
Manufacturing . . . . . .. PP 139 16.
Transportation. . . . . EEE R 33 3.
Trade . . . ..... L 24T 28.
Finance . . .. . .. ... L. 22 2.
Service, . . . . i . . .. e 109 L12.
DOMASHC, « o v o v o v v oo .. 183 - 170
Government . . . ... . . . . . . .. 30 3.
Total Nonagricultural Placements. . 866 99.
" Job Development Placements. ... . . B
otal Placements . .~

N -

N =N
ot
Ol Nn o ROV DN

[

O W= U= O = =

ot

ik Ny 0t n

el

The slowed 1967 demand for workers in the Oskaloosa area is reflected in the - -
 incréased amount of aailable labor in Mahaska County, New worker applications
- at the Employment Sexvice office during 1967/ were considerably higher than new

pplications during 1966. This increased supply of workers in all age groups. -
orresponds with the weakened demand for workers in the Oskaloosa area.
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IOWA STATE EMPLOYMENT SERVICE
51 West Washington Street
Fairfield, lowa

1967 y
Jefferson County
"LABOR MARKET REPORT

“The Fairfield area civilian work force 'weraged 7, 460 dulmg 1967. ThlS total
included an estiiated 150 unemployed, 930 self-employed and unpald family
workers and domestics, and 1,280 in agriculture within the county. The remain-
ing 5, 100 nopagricultural wa;ze and salary workers (except domestlc .,) were -
distributed among the follnwmg 11 wlustrial groupings: :

S .. 1,820

 Durable Goods. . v+« 1. 1,270
' ‘-"Non&urzble Goods 550

:AVERAGE UNE

Full Tt Provided by ERIC.
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A comparison of 1966 and 1967 figures for Jefferson County show the 1967 labor
demand decreasing in all areas other than construction. Workers placed by the
Iowa State Employment Service dropped from 794 in 1966 to 690 in 1967. Some
of the drop is due to a decrease in employer orders placed with the Emplovment
Service when 1966 and 1967 figures are compared.

. . NONAGRICULTURAL PLACEMENTS

! ,
i | 1966 % 1967 %
] Construction. . . . . . . e e 58 8.0 77 12.4
o f Manufacturing. . . . . « + - « + . . 400 55.2 384 - 62.2
— Transportation . . . ... ... .. - 25 3.5 20 3.2
Trade . . . . o0 v e e 89 12.3 65 10.5
- © Finance . . . . . . e e e 0 o e oo -9 1.2 0 0.0
Service . . ... .. .. 0. - 76 10.5 39 6.3
j . Domestic . .. . .. .. e e e e e 31 4.3 25 4.1
’ Government , . . . . . .. . ... 36 5.0 7 - 1.1
Total Nonagricultural Placements . 724 100.0 617 100.0
~ Job Development Placements S, 83 .78

Total Placements SRR v757‘_ L “690

" The slowed 1967 demand for workers in the: Fa1rf1eld area is reflected in. the L
v"-mcreased amount of ava11able labor 1n Jefferson County New worker appl1cat1ons
- at the Employment Serv1ce off1ce were 135 hlgher than in 1966 This mcreased S
. supply of workers in: ‘the: younger age groups corresponds W1th a weakened demand
for Workers in the a1rf1eld area. ' ’ - . o

Fﬁﬁ&q . ] ) R
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~i
Towa Employment Security Commission ..
‘RFIELD IOWA WORK FORCE SUMMARY 1/
1967 . -1
) : - : Amn -
Jan  Feb Mar Apr | May June July Aug Sept Oct Noy .= Dec Aver
1. WORK FORCE (Civilian) 7,400 7, 350 - 7,560 7,490 7,670 . 7, 920 7,840 7,530 7, 130 7. 260 7,350 7,020 7,460
2. UNEMPLOYMENT 130 140 130 130 150 220 200 160 - 140 140 170 110 150 -
A. UNEMPLOYMENT RATE . %
( per cent of civilian work ’ }
force - total) 1.7 1.9 1.7 1.7 2.0 2.8 2.5 2.1 2.0 L9 2.3 1.5 2.0
3. EMPLOYMENT -- TOTAL 7,270 7,210 7, 430 7,250 7,410 - 7 700 7.640 7,390 6,990 7,120 7,180 6,910 7,290 - i
A. NONAGR. WAGE & SAL: i ' _ i |
WORKER . 5300 5,260 5,340 5,100 5,100.°5,13¢ 5, 050. 5,050 4,940 4,930 4 960 4,970 5,090 '
(1) MANUFAC"‘URING 1,840 .: 1,840 1,890 1,740 1, 740 1,850 1,820 1,830 1,790 1,820 1,840 1,830 1,820
‘Durable Goods o 1,290 1, 290‘. 1,310 1,180 - I, 180 - 1,290 - 1,290 1;290-.1,260 --1,270 1,280 1,270 1, 270 -
Nondurable Goods 5_v”_~550. . 5850 . ., .580- :_ 560 - 560 ] 569 530 540 ;530'_' 550 560, . . 570 550 , I

- 42) NONM.ANUFACTURING
' Construction " .
‘“Transp., Comm & > 220 . ]
Trade - : 7 .BBO- 910 910"
: th\&sale 120: LSnT1200E ] 120 . 5 X 12012057 120 ¢ 1120
Retaik ©820: .,800° - ~ . 810-: 800 . -800: . ;. 780 . “780° " 760 : 760 .. 79077 790
' fEpY: ’ ' ~ o ' 100 ' 100

% -3 360} g 3,120 3,140 3,270
140 - 130-. 150

220 . 220 . ‘220 5| - i
. R Sk .




COMMISSIONERS
J. W, JANSSEN, CHAIRMAN
l O W A HENRY E. CARTER
. CECIL A. REED
EMPLOYMENT SECURITY COMMISSION
S fowa STATE EMPLOYMENT SERVICE
UNEMPLOYMENT INSURANCE SERVICE w HamoLD E. HUGHES. GovenNom
South Iowa ManpoWer Center
Twelve-County Area Eraployment Service Office
P,O. Box 535

Ottumwa, Iowa 52501

December 14, 1967

- Dear Employer:

The most recent information available on employment in Keokuk County is shown
. on the enclosed nable for March 1966 :

Lo ;.Wlth your cooperatlon, the IOW“ Employment Securlty Comrmssmn can prepare

. s1m11ar estmnates on a more current bﬂ.SlS.

: ;A senes of monthlyiveports on local employment and u.nemployment developments '
* "will be a valusble tool for guagmg local manpower resources, sa;les potentlal and
L 1ndustr1a1 development. : - ~ ‘

-f“fPlease ﬁll in the questlonnan:e below and m'm * w1th the enclosed postage free '
envelope. " Your repl w1" 2 kept'c s - .

ot Respectfully;».

Weok of Decemlber i, 1967‘ BT

Frpl Number of full-time and part tu:ne wage and sal ATy “mpl@yees ;

o

- Z, Nu:mber of self—employed persons (and unpald femuly worl\ers)

A

\mg 1n Keoku.k £ ‘mmty Only)

FullText Provided by Enic I




IOW A | GRS
EMPLOYMENT SECURITY CCMMISSION

© lowa STATE EMPLOYMENT SERVICE
LINEMPLOYMENT [NSURANCE SERVICE m HAROLD E. HUGHES. GOVERNOR

South Iowa Manpower Centex
12-County Area Employment Servicc
P.O. Box 535

Ottumwa, lowa 52501

The Centerville Iowegian recently noted ed1tor1ally that ""the numbex of people
. gainfully employed is one of the best economlc guldes aval.lable to measuye the
: dynarmcs of an area' o -

o e Your State Employment Servu:e has establlshed benchmarks for a of em,;_
RN : 'ployment a.nd unemployment estimates for this county,: It ist. . ziodic
‘surveys | of a- sample of’ estabhshments in the area (covermg about 0 per cent of ‘

. the ron- farm Wage and salary employment), plus other data on the 1nsured unem—'
fployed : ; S - ,

Your cooperatlon is essentlal to mamtam th ,accuracy of these estlmates We
hope: you w1ll take: the few momenr_s needed 3 o" fill out the; enclosed questlonnaxre
i “are ’ L ’f'hank you°

A FullToxt Provided by ERIC




COMMISSIONERS
J. W. JANSSEN, CHAIRMAR
HENRY E. CARTER

EMPLOYMENT SECURITY COMMISSION

oIOWA STATE EMPLOYMENT SERVICE
UNEMPLOYMENT INSURANCE SERVICE w HAROLD E. HUGHES. GOVERNOR

South Iowa Manpower Center
12-County Area Employment Service Office
P.O. Box 535

e Ottumwa, Iowa 52501

"The number of people gainfully employed is one of the best
economic guides avallable to measure the dynamics of an area.”
; --editorial entervxlle g1an Jaxmary 26, 1963 :

' : ) A summary of the most recent employment estunates for thlS area is enclosed ’
. .W1ll you nelp us. update thls mformatlon by ta.kmg a moment to record below the

) total number of. your employees working in Keokuk County only,- durmg the week_
' spec1.f1ed (exclude self-employed and unpaid famlly workers)

g ""Thank you

'Respectfully, .

: W1l.ham Hood '
.-"__Area Ma.nager

" Week of December 11, 1967 -

Week'bt January 8, 1965




CORMISTIONEIRS
J. W. JANSSEN. CHATRMAN
HINRY E. CARTER

EMPLOYMENT SECURITY COMMISSION

.IOWA ‘STATE EMPLOYMENT SERVICE :
UNEMPLOYMENT |N5URANCE SERVICE @ HAROLD E. HUGHES. SOVEANON

CECIL A. REXD

South Iowa Manpower Center
12-County Employment Service Office
P.O. Box 535, 116 1/2 S. Market
Otwumwa, Iowa 52501

WAYNE COUNTY EMPLOYMENT SURVEY

Thank you for partimpéting in these bi-monthly surveys. The data from this
.sampling ‘of about 50 establishments throughout the county is used w esnmate

B l.total employment and uncmployment

L Please record the total number of' full~t1me and part-tlme employees wmkmg for -
. your estabhshrnent, ‘within Wayne County. only, durmg the weeks specxfled below. . -
Exclude self-emp10yed and unpald family workers. ’ S L

- Respecdully,




IOW A | S5
EMPLOYMENT SECURITY COMMISSION

.IOWA StATE EMPLOYMENT SERVICE
UNEMPLOYMENT INSURANCE SERVICE w MamoLo E. HUGHES. GOVERHOR

South Iowa Manpower Center
12-County Employment Service Office
P.0. Box 535, 116 1/2 S. Market
Ottumwa, Iowa 52501

- SOUTHEAST IOWA EMPLOYMENT SURVEY

The followmg information is solicited as part of a contmumg program to provide
the public with an accurate, up-to-date plccure of Southeast Iowa as a place to
conduct a business or hold a jOh oL :

i ‘Please return thls question.na\re in the enclosed postage free envelope_ Indrvidual
o ._:repll 8 w1ll not tie_ d1sclosed Thank you for your coopr‘rauon. o

'ijpe of Industr_y | GG o
What is you: estabhshm nt s prmc1pa1 act:vny?

2 Employment Total‘: Week of March 11, 1968) L S
: ed and unpaid- family- workers i L SUISUELY, S
' ge and salary employeeS' male
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AGREEMENT

This agreement, entered into as of this 20th day of March, 1968, by and between
the Southern Iowa Economic Development Association of Ottumwa, Wapello County,
State of lowa, hereinafter referred to as the Community Action Agency (CAA), and
the Ottumwa Area Office of the Employment Service Division of the lowa Employ-
ment Security Commission, of Ottumwa, Wapello County, State of Iowa, hereinafter
referred to as the Employment Service, . '

WITNESSETH THAT: |

In order to carry out certain provisions of the Economic Opportunity Act as amended
(Public Laws 88-452 and 87-794) and of the Wagner Peyser Act as amended (29
United States Code 49) and other appropriate Federal Acts, the CAA and the Em-
ployment Service do hereby mutually agree as follows: ‘ :

_ Section A.

1. ‘The primary objec

ERIC;

PAruiToxt provided by Exic [



Section B. . o : ,( ' o " T

' This’ agreement shall be in effect for one calendar year begmmng March 15, ‘ A
1968 or as soon thereafter as final approval by all parties concerned can be
obtained. = Prior to final approval of this agreement, outstation sexvice shall
continue to be provided by the ‘Employment Service im the Davis County

Community Center on the informal basis and under the conditions presently ' A
~in force Fallure on the part of the Employment Service to initiate the ac- _

t1v1t1es called for by this agreement within sixty ( 60) days of the effective Ty
“date of this agreement, or failure on the part of the CAA to similarly initi- . E

. ate the activities called for under this agreement w1th1n sixty (60) days of
the effective date of this agreement, shall be cons1dered suff1c1ent cause . ‘
for renegot1at10n of thlS agreement. : : .

PAFullToxt Provided by ERIC




i. The flISt shall be the general over view training which shall not be in
excess of forty (40) hours per individual and which shall be administered

at the Area Office of the Iowa State Employment Service or at such other
location as the 1nd1v1dua1 serv1ng as Area Manager for the Empioyment
Service shall d631gnate

"The s~cond segment of trammg shall be. adm1n1stered subsequent to
the ir_iiatiom of acuivities under this agreement and shall consist of such
form:zl ‘reicing and of such technic::l direction as the individual serving
as Arez Ermployment Service Manazer shall deem appropxiate, advisable,
and nec=ssary for said Center pers :)nnel to perform adecuately the duties
and activities assigned pursuant to this agreement, Such training shall
be adminiszered either by the Professional Employment Sg ecialist assigned

to outstation act1v1ty or: by such other Employmen.t Services personnel as
'_the 1nd_1 ' ‘dual servmg as Area Manager for the Employment Service may .
' t; ‘ “be’ inisté ""d at the Davis. County
\Center‘ DT withm Dav1s County except as asi ' _otherW1se
‘dec1de'd by | greement between the’ ‘CAA. Dlrec,tor and the “individual serv-.
- ;1ng"' s'Area Manager for the:Employment ‘Service.. Any ‘cCosts’ 1ncurred
while re ‘this’ trammg'shall be borne by the’

'-mcludmg 1n1t1at10n of th Center Intake Form

ER]

A FullToxt Provided by




(3) Determine the appropriate services or programs to meet the individual's
- need, and tzke appropr ~te action to-assure that the individual receives the
necessary service or is ,i.ced in the appropriate program. Such activity
shall include but sha]l no. nexceiésarily be limited to:

(a) Referral to a JOb otz if stoh suitable upenmg is av ailable,
(b) Telephone and persmonai ,ob dewelopment activities.

(c) Referral to the appropxizte E-A:_)'loyment Service office for
.vocational evaluation: a:d guiczzzz_ce if appropriate.

(@) Referral to an out-of - Ti-area job through the Area Placement
.. Center if adv1sab1e : SR .

-other 'appropriate age ‘c1es



(5) (a) The Professional Employment Specialist shall provide such traia-
ing for, and technical direction to, Center personnel as may be neces-
sary to enable them to function adequately in accordance with provisions
of this agreement. : ‘ '

(b) To the degree possible, Employment counseling and other special-
ized services offered through the Em»loyment Service program may be
restricted to the regularly establishe Employment Service offices,
However, in accordance with the provi -ions of this agreement, intake
interviewing and local placement, job ¢ svelopment and employer rela-
tions activity are specifically excluded from this restriction and shall
take place within the Community Center and shall be joint responsibilities
of the Professional Employment Specialist and of Center personnel.
However, when need is demonstrated znd individuals are demonstrated
to be unable or unwilling to travel to the established Employment Ser-
vice offices for the appropriate specialized services, it is the responsi-

_ bility of the Employment Specialist to see that provisions are made for

' those services to be made available on an appointment basis. '

' The Community Action Agency shall

>, ‘offering a reasonableamountofprwacyattheDaws R
1d in:which the ,‘El_‘:"iploy’"‘méﬁt"Spéc':'ialist? shall - .-

lished community contacts, community acceptance -

“through estab. | 1uni
f the manpower opportunities available in the county




(2) To bring community and indiv -icanl manpow=r needs to the attenticn
of professional Employment Service and CAA staff or to the attention
of appropriate professional personnel of other co- operating agencies,

(3) Motivate county residents to take advantage of opportumtles availe
ble through the various manpower programs by direct personal contazt
and by working through individual volunteers, civic organizations,
church groups and other interested parties.

(4) Make follow-up contacts with county residents when special followr-
up is a required part of the counseling, training, job development,
placement or post placement sexvice.

(5) In addition to the duties on‘tlined above, the Center Co-ordinator
shall »

(@) Under the techn1cal direction of the Employment Spec1allst
L V*complete the Astandard Employment Serv1ce a.ppl1cat1on form and .

4 }';to fac111tate the"entrance of: the apphcant into ‘the mamstream of "
o "Z‘A:rea Employment Sexv1ce operatlon» ‘and to make it poss;.ble for "
R ;_»the Tesour jes avallable through the Area la.cement Sect1on to be

orm s as ‘may be- requlred L




(6) Inaddition to the duties outlined in Items 1 tht gh 4 above the Job
Developer shall:

(a) Under the technical direction of appropxiate- “Employment Service
personnel, make personzl and telephone job: deve:iopment contacts in
behalf of specific applicants.

~(b) Under the technical direction of appropziate fzmployment Service
perscnnel, make appropriate employer reliations and community de-
velopment contacts in behalf of the manpower programs and for the -
purpose of job development.

The Director of the Cornmumty Action Agency, or sucy person as he may -
designate, shall provide administrative direction and supervision to the
Center. personnel employed by the CAA pursuant to thi - agreement. The
: ,Employment Spec1al1st ‘or such other: appropr1ate ‘pro: =ssiomal personnel
.. .as the 1nd1v1dual ‘serv1ng as Area Employment Semce Ma.nager may direct, ’ _
% shall’ prov1de immediate. day to day technical tra1nmg and direction to. said .
R J—Cenrer personnel 1n the performance of the1r dut1es as such Auties: are 'set’
RS »forth in Section © (S)a of this. agreement Any act1v1t:es to be undertaken ;
Center-personnel beyond or m add1t1on to. those acth1t1es set forth in:
' ) ent as may-be appl1cable

L anager.for the""Employment Serv1c_ . :
' 1ed, ﬂhe ‘procedure’ set,forth'

p , _ AR
t1es set forth in Sectlon C (3) a above, the Employment Servme shall prov1de
to, th.ese Center person.n 1 general over v‘1eW tralnmg and techmcal on- the-.




HText Provided by ERIC

Section E.

(1) Costs to the lowa Employment Security Commission to be incurred
pursuant to this agreement, excluding normal administrative and super-
visory costs, shall be as follows:

Pe:csonnel Costs:

Salary: One fifth (1/5) of ap051t1on
: per year or - $1,500.00

‘Non-Personal Costs:

Travel: $350. 00 per annum
Per Diem $150. 00 per annum
Supplies: : . $100.00

Total Non Personal Servme COStS' $600 00

""1T0tal“,-.R>éc;1"‘1frm,g-Expenses_jfor' the Program $"2"-,:1”00,.'.00 perannum -

Dévelopment Association shall‘be'as

$20 0' 0_.iper annuin
i $100 00 per armum"‘.‘_




4. Additional costs to the Southern Iowa Economic Development Association
beycnd those set forth in Section E (3) aktove, shall not be inncurred under
this agreement.

5. Activities initiated pursuant to provisions of this agreement, excluding
such arrangements as may be made to cover the cost of the Center tie-in to
the leased line system, shall not require dollar reimbursement to the Iowa
Employment Security Commission by the Community Action Agency, nor

~ conversely, shall activities initiated under the provisions of this agreement
require dollar reimbursement of the CAA by the Iowa Employment Security
Commission. ' ‘ :

Section F.

This agreement shall be subject to review upon the written request of either
party thereto, such request being addressed to the other party. This agree-
ment may be revised in any conference of the parties thereto, whether such
conference was in fact called for that purpose or not, provided only that
written concurrence to any such revision be obtained from both parties .
. thereto.  Further, in the event this program should be expanded to include
‘countiés other than Davis County, 'this agreement maybe amended or -
" terminated by such further agreement, provided only thar the wxitten con- .
- “‘currence to such action of b arties to this agreement be obtained.: This
" .agreement and the program initiated thereunder, shall be reviewed and =

" evaluated not less than thirty (30) days priot to the expiration thereof, and

on of both parti

. subséquent to this review and evaluation, a recommendation shall be made -
_whether this agréement should be re- ..

by the parties 1o this agreement as o

newed; renegotiated ot allowed

nt Service. Disagreements at the operation level, arising fn

the implementation of this agreement or'in the operation of the programs: = . Sy

- initiated thereunder, policy disagreements and all other disagreements and

~mis standings that may arise in the implementation of this agreement,

e programs’ initiated thereunder; -and that '
M £




Should a mutually satisfactory solution not be obtained at the state level,
the question or questions in dispute shall be referred to the Regional Office
of the Office of Economic Opportunity and to the Regional Office of the
Bureau of Employment Security for final resolution.

IN WITNESS WHEREOF:

. The Southern Iowa Economic Development Association and the Ottumwa Area
Office of the Iowa Employment Sexrvice have executed this agreement as of
the first date written above. ‘

(c) Under the technical direction of appropriate Employment Service
personnel, develop and maintain information dealing with the employ-
‘ing establishments of Davis County and indicating the types of employ-
ment offered and other relevant information.

3. (b) The Bureau of Employment Secur1ty has not provided funds to finance
the act1v1t1es and serv1ces outl1ned above which. sald Center personnel shall
L perforIn : -

".1-1'3 7(c"', Sa1d ,‘Center persormel shall be employed by the Commumty Act1on

"""‘if‘j-’Ag‘ency and shall: "emam"unde .‘the administrative’ control of the CAA.: Poll- S
' cies.and’ regulat1ons applymg to, other CAA employees shall apply to Center .

: ?-,jpersonnel emP10yed under' this agreement.

',v1nd1v1dual from this'a 11 ¢ rth.
for such request._ Upon rece1pt of ,_snch wr1tten not1ce the person .:ervmg as

nferr‘ upon“

"Area. Manager for the mployment Servme‘: or“such_ person..-as ’helmay d1rect .



Center personnel employed under this agreement shall be selected by the
Director of the Community Action Agency. However, should an individual
so selected be deemed unsuitable by the individual serving as Area Manager
for the Employment Service, the nrocedure outlined immediately above,
pertaining to the Employment Specialist deemed unsuitable, shall apply,

and shall be initiated when the individual serving as Area Manager for the
Employment Service files a written notice with the CAA Directoxr requestmg
the rea551gnment of the sa1d md1v1dual

o2, Implementatlon of tlus agree-nent shall requn:e the a551gnment of an
e ;;-‘Employment3Spec1ahst to: the ‘Davis'C ounty Commumty Center no'less : ;
Fha -frequently ‘than one full’ day per eek ‘Addn;lonal Employment Serv1ce SAEPRC R
- staff may be a551gned on'a re lar' or spasmodic basis as’ cn:cumstances : '__ B
require or as the’ 1nd1v1dual serving as Area. ‘Manager for the Employment S
-"‘Serv1ce and the Difector of the CAA may subsequently. dec1de.

FullToxt Provided by ERIC.







COMMISSIONERS -
CECIL A. REED, CHAIRMAN
J. W. JANSSEN

GEORGE A. LUNDBERG

IOWA

EMPLOYMENT SECURITY COMMISSION |

- @lowa StatE EMPLOYMENT SERVICE
UNEMPLOYMENT INSURANCE SERVICE
f‘AnOLD E. MUGHES. GOVERNOR
‘South Iowa Manpower Center
- Twelve-Courty Area Employment Serv1ce Ofﬁce
116°1/2 S, Market
Ottumwa, lowa 52501

The Soiith Iowa Ma_npower Center was created by the Department of La.bo;. and the
‘Iowa State Employment Servide to test’ the effectiveness of Employment Service
~coordination on an area basis.- “The Manpower Center.is a 12-county area Employ— '
* ment Service offlce serving: Marion, Mahaska, Keokuk, . Washington, Lucas,
',ﬂ}Mom:oe, Wapello, Jefferson’ Wayne, Appanoose, Davis, and Van Buren counues. '
t 1s'the only.area Employment Service office of-its kind. in:the _Unite States.

{AFullToxt Provided by ERIC




Please check the appropriate blank to indicate your interest in securing the
presentations listed.

I. ORIENTATION & GUIDANCE ' -

We can prov1de the followmg films and/or speakers to present a program.
The films range in length from 7 1/2 to 20 minutes. : : :

1. "Applying For A Job':. A color film show1ng how

"~ NOT to apply and then the correct way to apply

- for:a job. The film is up-to-date and uses modern
'backg:round music. -Senior students will likely.get.
‘the most benefit from viewing it. An employment

.. counselor and/or job development specialist will be

- ‘available to d1scuss ‘the problems in applymg for a
- job.

2. Opportumtles In M.D.T.A.,": A color film explain-
 ing opportunities to obtain a technical skill through
the Manpower Development and Trammg Act. The -
o _.fllm shows trammg in several different occupatlons
Mosl 01 the trades shown are, taught at Iowa Tech




- 6. ,"The Job Corps and You" is a color film showing life
~ in Job Corps camps. It also shows the innovative
. teaching methods being used by Job Corps educators.
’ This film is not appropriate for most high school
N groups but may be beneficial for students who have
- T ‘discontirued their formal education prioxr to graduating.
It may be of interest to persons who are woxking with
. : , d1sadvantaged youth. An employment counselor and
- o ... a Job Coxps recrulter can accompanv the f11m

7. "When I'm O1d Enough Goodbye : A black and white
- | ‘ film about 20 minutes in length showing the actual
%ﬂ_ : " problems encountered by persons who have not com-
' pleted high school. This film is used by many sc.i0ols
, e _ in this area and throughout the state. It is appropr.iate
i_ R 7.+ for junier high students, ‘sophomorés. and juniors in
o L oA  “high" school. ~The filfnis slightly dated but this does
f‘.not detract from the maInfrnessage An’ er npfroyment

‘via losed\ c1rcu1




Following are Guidance Associates produced film strips which can be pre- -
sented by members of our staff with discussion using the Guidance Associates
discussion outline. !

Failure: A Step Toward Growth. ‘ i -t
Values for Teenagers: The Choice Is Yours. ~r
~Getting and Keeping Your First Job. ‘ E

1. Dropping Out -- Road to Nowhere. —~
2. If You're Not Going to College. , ’ ?
3. Preparing for the World of Work. ' ="
4. The Tuned Out Generation. , -
S. Your Job Interview. " t
6

7

8

). OCCUPATIONAL INFORMATION - | o

1. D1rectory of whe South Iowa Manpower Center's "Carcer .
~Informatiom™ dile.. Th1s Directory will provide a. refar- ' ;
ence for ind rwation we-can provide to counselors amzz :
others. Swgsnis may come. to the S.1.M.C. for infor- IR
m_atio.n- tha‘rtiz‘:"ee\y ca;inot 1oc;ate in the school. '

‘y-:Parents could-also take: advantage‘of the' mfofmaddn T g

' c ‘ntamed 1n the bus. It Would be rnarmed by Govern— o -




lil. PLACEMENTS

1. A presentation on the lowa State Employment Service.

2. An employment specialist can be made available to
provide orientation om the operations of .the Iowa State
‘Employment Service and take work apphcatlons from
students applyirg for summer or permanent Work,
This can bé done during the months of April anc May.

V. OTHER. SERVICES WHICH ARE SUGGESTED

Please hst any other Serv1ces o make comments which you feel would be
helpful S




HIGE'I SCHOOL PROGRAM ACTIVITIES—19€8

Filr and filmstrip presentatz.ons Wlth ES speaker given at 13 m?gh schools re-
questing them. Total of 20 presemtatmns given between February 7 and March 21.

Filr: Presentations -~

Appiying for a Job

Opportunities in MDTA

Oppwrtunities in Sales and Mierchandising
. What's In It For Me? :

‘When I'm Old Enough Goodbye j

,Health Servu:e Careers e

=’:’Fi1mSti"ip -' Prés'e'ntatiOns': £




EFAPLOYMENT SERVICE AN ECONOMIC DEVELOPMENT ASSOCIATION
CCOPERATIVE PLAN FOR GUIDAR:CE ON N. Y. C. IN-3CHOOL PROGRAM

Lou Waiker, N.Y.C. In-school Program Co-ordizator requested an E.S.
Counselor to participate in the overz il guidance program offered the in-school
youth. Mr. Stone, Ottumwa E.S. Manager approved "ae plan developed by ‘
Mr. Walker and Bob Tclsma, the Sc=th Iowa Manpowe.: Denter's Chief Counselor.
Mr. Walker will transport the partic ;pating counselox ta.the school location.
Other parts of this guidance prograi: will be given by representatives of such
agencies as Social Welfare, Red Croass, Wapello County Extension, etc. In some
cases the high schools have asked the E. S. Counselor to-present to an entire
assembly including the N.Y.C. youths. This will be dome at the school's request.
It is anticipated each of the counselors assigned to cthe project office will deliver
a topic. The following is the list of ropics, dates, “ime and schools. '

1. "Maintaining Employment” Decembef 6, 11969 '
' ‘ o : 8:00 a.m. to 9700 a.m.  Bloomfield H.S.
3:00 p.m. to 3230 p.m. Eddyville H. S.

‘December 7, 1966.

. 800am.109:004.m. Cardinal H.S.

= 't0'9:00:a, m. = Blakesburg H.S..

: .:to '12:00,moon Walsh-H.S. " .
0-3:30 p.m." ttymwa H.S. .

outl

fay'9; 10, 1%, 7an
mes and places as o

0

a ab




~ APPENDIX E
4 1969 IOWA CO-OPERATIVE HIGH SCHOOL PROGRAM




TO: Selected Local Offices, Ottumwa Project Date: July 16, 19568
FROM: - Max K. Noe, Supervisor of Youth Services

SUBJECT: ES - School Relations

‘ES Manual, PartIl, Section 8030 - 8049 has recently been issued to all local
offices, This section of the Manual updates the ES - school relations.

I would suggest that some thought be given now to the planning of the 1958 - 69
school year program. I think Secticn 8030 of the Manual is most helpful in

setting out what constitutes a cooperative arrangement. Also I am including a
supplement copy of an approach which would be used to oxganize a school program.
This is only some ideas that you could consider, ;

The National Office requires each State office to have on file for evaluation and
review purposes a copy of the. local office school program plan of service.
'Therefore, 1 wﬂl need a bnef narrar.ive outlmmg the followmg mforrnation

o 1. Name of school inwhlch a cooperatwe arrangement ex1sts fov . "
i prov1dmg ES servmes 0 graduatmg seniors,” - R
. "Name of Jocal off1ce haJson representatlve to facmtate dxrec.t workmg
.,relanons with' the school.,w L e o =

‘va‘:e‘:':-ff’?ie_ld' Subeﬁieo:.; ‘.




“ " of different schools: '

TO: Selected Local Offices, Ottumwa Project DATE: July 16, 1968
FROM: Max K/ Noe, Supervisor of Youth Services

SUBJECT: ES - School Relations

The "testing - counseling” ES - school program is insufficient to meet the needs
of entry workers and also it has been limited since it requires more and more
of staff time. In recognition of this need, a new look has been taken at what
could be offered and how present personnel could be best utilized to offer a
diversity of services, ' '

PLANNING

During the summer recess conduct a one-day institute conducted by the local

office for aill area school administrators, principals, and guidance counselors,
Letters of invitation would be sent to all'area schools with an outline of all ser-

vices available by the local office, (The pamphlet "Transition from School to

Job" could be included in the letter.) This outline would indicate the type of ser-
vices from ISES (Reference E.S. Memo 900 page 2, section [-C), ISES staff '

. involved, facilities needed, audience, number of students, time, - responsibilities

" of the school, and follow-up by ISES for programs designed to meet varying needs.

" 1." Schools with-complete guidance and counseling programs-which reduce .
" the needs of graduating seniors for a general introduction to.the 'world

.7 of work in their : ' c

" office of the ISE

community and the services availsble through the local |
'Also designed for schools with time and’scheduling - -~
o epar Sl

Local ISESofficeswhxch hgééuse of vsta',.ffvhr'n'it’éfion é:'r_é r?étfiéted to- .
this service.- Lo D e e T




3. Schools which feel their students could benefit from a discussion led
by an ISES staff member of the world of work and the problems of job
seeking.

Schools which are limited in time and scheduling to a program of this
sort.

Local offices whose staff resources are limited to the provisions of
this sort. ‘ '

4. Schools which wish their students with typing and shorthand skilis to be
exposed to a testing situation similar to that given job seekers using
ISES office facilities.

5. Schools which desire to have each graduating senior who will seek full-
‘time employment after graduation have an individual, private interview
with a professional staff member of the ISES to d1scuss his JOb seeking

) plans and problems usmg ISES off1ce fac1l1t1es.

. 6. Schools wh1ch de81re to have each graduatmg senlor ‘who . W1ll seek full-,
- time employment after graduat1on and who have problems of- vocat1onal
‘ lch01ce or career plannmg, : d1scuss thelr 1nd1v1dual S1tuat1on with an
S employrnent service’ counselor usmg ISES off1ce fac1l1t1es._ S

Schools wh1ch de81re t ) “vean' outsml .__gency swch as ISES d1scuss
i _'Wlth the drop out hlS ]ob;future —‘-‘.A;chxeffconcern of a drop out isa
]ob Thc ISbSlls knowledgeable about ]obs and i‘._;therefore can. ob]ec- T

g : 11 2 d]ournment -a tour-of the ES offlce should be held to farn1l1ar1ze
"zv(part1c1pants w1th our fac111t1es‘ R PEEEE R

: A few davs after the 1nst1tute follow up letters could be sent to each school
, along w1th a mgh school gu1dance survey form The survey form lists each of "
“‘the. e1ght programs d1scussed and prowdes for a place to check the individual
o «~schools preference for plogram' ('s) wh1ch the school feels would comphrnent
e the1r emstzng guldance program ‘ " : : s

wll Toxt Provided by ERIC



As the survey forms are returned 1mrned1ate1y begin to contact the schools in
order to arrive at a schedule convenient to both the school and local office. Re-
quested services should then be discussed with each school and on a number of
occasions it can be expected that changes in program requests can be made.
These changes would ke based on the completeness and effectiveness of the
schools own guidance program and cn available ISES staff needed to conduct the
program.

In cases where schools request the use of the GATB by the school a letter w111
need to be sent to the school explammg aga1n the procedures to follow in es-
tabhshmg such a prograrn. S :

‘ :-Pr1or to any student contact app11cat1on card ' can’be g1ven to school counselors
Each senior completes | the’ app11cat1o nd ther would be reviewed by the: school
'v_'counselor'.v,, The counselor would, place a11 student cards 1nto two groups-—(l)
~those need1ng employment counselmg and: (2). those. need.mg summer or full- ~time
: ,._placement serv1ce .The employment serv1ce counselor ,th'en Schedules through
ie those’ pre-de: ign ted senior ‘to. be




% PROPOSED ADOPTION OF AREA”OPERATIONS. IN




O

[Py
[ i

———— »,
L . 3
. S HEN

» -‘plan for thefollowmg reasons

Area Concept

Axea Gifice - Ottumwa

The South Iowa Experimental and Demonstration Project, located in Ottumwa,
has been operative since August, 1966. Services have been extended to twelve
counties through four satellite offices located in Centerville, Fairfield, Oskaloosa
and Ottumwa. This projéct is scheduled to terminate on September 30, 1968.

It is hoped that we can continue an "area office” made up of these four local
offices, servicing eleven of the twelve counties serviced during the Project.
Because it is remote from the Ottumwa industrial center and residents commute
to the Cedar Rapids industrial center, Washington County would be droppea from
the South Iowa Area, -which would then be called the Ottumwa Area, and added to
the Cedar Rapids Area to be established at some future time.

: 'W_hen the E & D Project is terminated, one of two alternatives must be taken.
The first alternative is to return to four separate local office operations, each
with the same staffing that it had prior to the E & D Project. If this is done, we
can salvage nothmg, operatlonally, of what has been accomphshed by the E & D

: 'Pro_]ect.

The second alternatlve 1s retentlon of the best operatlonal features Wthh

! have been developed and- proven since August 1966, maintaining the "area" con-
. cept for the: eleven-\county, four offlce area with, the 1ndustr1al center cifice,
T Ottumwa, ‘ : -

ias the control o:ff1ce

It would be a gre it loss- not to.proceed 1mmed1ately w1th the Ottumwa Area |

3. TheProje’ct has developed a fine structure to serve rural people in a
substantial section of_the st.ate." :

4. 1Momentum has bu11t up and can be mamtamed

9. Transrtlon to the area concept can take place smoothly and simp ly




6. A high level of good publicity has made the entire area cognizant of
both the E & D Project and the Employment Sexvice.

7. Employers and applicants are familiar with and rzly upon the
centralized placement system, which will be discussed later.

8. After much the opposite during the early phases of the E & D Project,
staff involved are now sold on the proven wozrth of the area concept.

9. A contract has been signed with the Southern lowa Economic Development
Association for CAP to furnish outreach services in one of the eleven
counties, Davis. We have been as sured like contracts for eight additional

- counties. The agreement requires only that we provide supérvision cne
day per week in each of the outreach centers. A pari of the Davis County
agreement is for CAP to pay for a direct telephone line between the Davis
County Outreach Center and our Ottumwa Area Office. It is supposed
thas, like arrangements can be made with the other outreach centers as
add tlonal "Ontrar‘tual agreements are made.

T he operatlonal features deve10ped by the E & D Project and to be continued
] _ ! ent,  Cen ra_hzed statistical bookkeeping, coun—
: ng serv1ce to outlymg areas,' and hope‘r‘ullv labor mobility.

_ We propose to- ma.ke the Ottumwa off1ce manager, area coordmator. He
, Would have 11ne control -into the Centerv111e, Fa1rf1e1d and Oskalooss. offlces, as
R “well as. contmue as: manager of the Ottumwa office.- CAn md1v1dua1 inthe Uttul"!wa .
o office will assume manager1a1 respons1b111t1es for that office in the absence of
" ‘f'the area coordmator. The coordmator wﬂl be undcr the diz ect superv1s1on of an
~ field supervisor at this time, though some "11ne _reorganization will become ’
o des1rable and necessary as. more areas are formed ‘throughout the state. R

' The satexln.e offlces Would be reduced in staff W1thout loss of effectlveness.
L _These staff pOS1t10ns Would he used to prov1de a part of the addltlonal needs of '
-",*I—the control offlce; . - : o o S

Reductlons would be‘as follows and as shown, are from levels as they Were
 before the E & D Pro_]ect and as they Would be if we had to return to four separate
oﬂ:‘1ce operatlons ‘ : :

—_.jllle - reduced from f1ve to three staff people, . 1eav1ng in Centerville
o a manager ‘and two. interviewers. A counselor and one farm placement repre-
entative would be transf‘,._erred;to;‘the'-Ottumwa Area Office. -

1




Fairfield - reduced from three to two staff people, leaving in Fairfield a
, manager and an interviewer. One interviewer would be transferred to the Ottumwa
{ Area Office.

Oskaloosa - reduced fxrorm four to two staff people, leaving in Oskaloosa a
l manager and an interviewer. One interviewer and a farm placement representa-
. ' tive would be transferred to the Ottumwa Area Office.

As previously stated, there should be no loss in effectiveness of these three

offices because all except day-to-day management would be provided by the area
manager. Much of the placement activity (details in a later section) would be
i done in the area office and all of the statistical bookkeeping would be done in the
¢ area office. Removal of these activities from the satellite offices would permit
the remaining staff to devote full time to productive activities such as application
taking, employer and job development, and local placement. As the managerial
positions in these offices became vacant through promotion, resignation, retire-
ment, or any other cause, they would be reduced to interviewer-in-charge
positions.

_ Ottumwa - staff1ng before- the E & D ‘oject, and as we would agam have if

- we do not go into the area concept,. ‘was a manager,  an employer ‘relations repxe-
sentative. an MDTA selectlon and referral officer, a counselor; - an 1nterv1ewe1' '
aide {subprofessmnal) and five mteﬂnewers -ate .l of ten._ S

N thh transfers from the three satelhte off1ces, the Ottumwa Area staffmg '-‘
: would apped.r as follows wu:h a total of f]fteen ' : :

Interv1ewer A1de e e

i ﬁ,’;"7Manager ; NP e 1
- CERR i oL i Interv:ewers RN I
: MDTA PR RS O_utreach (R e e e e 2

: *"'Counselors 20 Farm_Placement Rep ce a2

, In add1t10n to the fwe trdnsfers mto the Ottumwa Atrea Ofnce from the satel-
. T :gf’j_'_ 11te ofnces, a m1n1mum of three add1t10nal pOS1t1ons would be needed.. They are

g~ IR . aninterviewer to contmue the centrahzed placement operat1on, a cler1ca1 person. -
‘ “to assist with the centrallzed placement operat1on, and a labor market e€cononiist~
_occupatlonal analyst.

, ‘Centralized placement is now done as follows and there will be no change:
S - The active :J.ppl1cat1on file section contams dupllcate appl1catrons of all applicants
=~ - registered in'the satellite offices and who cannot be readily placed locally.

SRR vbatelhte off1ces ma11 appllcat1ons 10 the control off1c€ da1ly ‘ '




The active order file section contains duplicates of all orders received by
the satellite offices and which cannot be readily filled locally, all intrastate and
interstate clearance orders, plus job inventories for Iowa and surrounding states.
Local offices do not have clearance orders or job inventories. The central
placement operations are, thersfore, able to match applications and orderg, not
only in regular clearance, but also between any two of the four satellite offices.

These files would be moved intact to the Ottumwa office. It is for the
maintenance and servicing of this file that two addicional staff people, zn inter-
viewer and an interviewer aide, would be needed.

Also, in order to continue the centralized placement operation, the "hot-
*line", which permits instant communication between any two of the offices, or
conference calls between all four of the offices, must be continued. Without the
"hot-line"; we would have to return to regular clearance procedures in each of
~ .the four offices. Experlence hias proven that there is no value in a centralized
o »placement operatlon unles ‘there are avallable un11m1ted resources for long--
-~ distance telephomng (‘ost of the "hot lme" is. $5 200 annua]ly - less than the .
: Tsalary of one mtervwwer,— S :-v’: : : -. : : - :

v : nghly dealrable Would be a th1rd pOS1t10n added to the area offlce “a labor
market economlst occupatlonal analyst The area would otherW1se have no such
""';serV1ce., = : HAREE ~ :

lmprovement in the km f: and fncrea‘se “in- the amount of labor market in-
§ formatlon has. been emphas' ,d stateW1de in our. f1scal 1969 programs The E &
- D.Project ‘has had a labor market: ecopomlst A goo schedule of releaseq has

~-“Wj:.’been developed and"‘ " hould e ontmued'i-and expanded e

Thxs 1nd1v1dual could also 'be -;tramed to do occupatlonal analyses. l't'. is :
: doubtful if ‘one: 1nd1v1dual would have time to do very- muckh of this. work, but. some

- ‘of the most’ 1'nportam: work coald be done. : Staffmg at the state level precludes o

any appreclable amount of aSS1stancc to local off1ces in th1s area.

Area Offices - F.ort Dodge, Mason City a.nd Burlington
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should be: made to. change this’ patte
R flve stud;es mentloned

. fthem Welgh very L1e:w1ly on,our ab111ty
: ”_?Several of the. stu.:kes estabhshed that Workerc Wlll and do commute one m,ur S.
‘travellng dlstanc'e from their residences.

' rural farm-to- marke.t road networks inthe: entlre nat1on. Towa. is composed
; -‘»fprlmarlly of a grid network of mads~'mm1ng east to west and north to south at

Governor Harold E. Hughes of Iowa issued "Executive Order Number Eleven,
dated February 19, 1968, 1n which he put forth in writing the reccgnition of the
need for an "area concept” on ¢ ‘tatewide basis and recommended the sixieen
areas set forth by the Oifice foy lanning and Programming. Governor Hughes
further requested that each state agency submit a description of an overall plan
for implementing, within the particular department, commission cr agency, the
regionalization concept as defined in the study. Prior to the Executive Order, the
Iowa State Employment Service Management Analysts conducted research and

save incorporated their research with that of five other groups in order to ar1 ive
at areas that appear most suitable for further extention of the "area cuncept” as
initiated with the Ottumwa Experimental and Demonstratio.: Project.

The five studies were conducted by Artimr D. Little, Consultant, Cambridge,
Massachusetts, in December, 1962; Jowa State Department of Public Instruction
in December, 1962; Dr. Karl A. Fox, Head, Department of Economics, lowa
State University, Ames, Iowa; Harold F. Wise, Robert Gladstone and Associates,
Planning and Economic Consultants; and Office for Planning and Programming.
Each of the five studles rely on the common fundamental concept of a ''focal point”
or "central city". Although the number of "central cities"” "e*y, those so ‘desig-

Identtflcatmn of a central c1ty ‘was babed on. several fa- tors, the major

o 'b61ng that we would have a greater probability of SUCCESs. if existing patterns of

somal and economlc behavior could be: preserved m an area and that no attempt -
rn ThlS was a. major concent adopted b3 all

Convemence of the oy 'tlzens " 'jserve-'and the avallabihty of our sermc,es to

succeos div servm;, therr needs

Iowa aas one of ‘the most extenswe

one-mile’ mtervals ‘We have 1denufled bort Dodge, ‘Mason. C1ty and Burhngton
as: thrce central cu,les in thch area ofhces are fo be establlshed a

e

-nated are 1dent1cal Lo e v R _ ’ ‘
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S

Interarea recruitment activities should be concentrated on (a) direct ciear-
ance between local offices (b) positive recruitment and (c) labor demand-supply
reports. Such reports will be consolidated and issued by the National office to
provide a national guide to direct recruitment and labor mobility effoxts. The
following instructions represent Iowa's redirection of clearance operations:

In oxder to speed up interarea recruitment, effective January 1, 1969, no
Clearance Order, ES-560 or 560A will be extended unless the employer agrees
to accept reverse charges telephone call from an ES person, .conduct positive re-
cruitment or give delegated hiring authority. (An exception will be made for
governmental employers.) Offices in Iowa will be in direct clearance with each

~ other. - Telephone monies will be allocated to each office to be used for clearance
to determine available supply areas and to do job development for applicants when
" ‘no orders are available. In other words, time consuming mail referral will be
o disc ynciaued wherever possible. - The local office will have the responsibility to

the applicant or the employer as quickly as possible, with only facilitating
;'from the state bffi(_:é; R ‘ S

e Excerptfromlowa ESMemora.ndum, Series I, No. 1638 ddted December 16,

,‘)‘.‘\:»'
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INTRODUCTION

During the summer of 1968, the Iowa State Employment Service, through the
Ottumwa Experimental and Development Project (South lowa Manpower Center),
engaged in two summer youth employment demonstration projects. These nrojects,

- while mounted in two widely divergent counties in terms of population, industrial-
composition, and labor maxket conditions, required commitment of comparable
resources and shared a twofold objective. The first paxt of this objective was to
deliver effective summer job placement and job development sexvice to the - oung
people of the respective counties. The second part of the objective was to ascer-
tain the degree to which the summer youth employment needs of the young people
in the respective counties remained unmet despite maximum utilization of the em-
ployment opportunities offered by private industry and by the various federal and
state programs.

* This summary briefly describes the counties within which the projects were
. mounted, the similarities and differences between the two individual projects, and
- the conclusions suggested by project experience. :

- Ce THE PROGRAMS
Techniques:

' The Summer Youth Employment Demonstration Projects employed twe basic
_techniques. In the first place, two young people were hired to serve as Summer

_ Youth Employment Intexviewers in each county. The concept in this case was that.
young people could bring much in the way of imagination and innova’ ion to the
‘Summer Youth Employment Programs. In the second place, each community was
substantially and deliberately involved in planning, developing; and administering
the projects. The theory in this case was that substantial community involvement
would result in more effective project activity. '



Organizaticu and Structure:

In Washington County, community involvement was realized through an ad hoc -
committee organized specifically for the purpose. Community leaders participated :
extensively in planning the program and in managing the activities. Program oper-
ation and administration, however, reverted to the Employment Service. The T
Summer Youth interviewers worked under the technical direction and line super-
vision of the Employment Service outstation intcrviewer. One of the two youth
interviewers shared office quarters with the regular Employment Service out-
station interviewer at the Washington County Community Action Program head- -
quarters. The other Washington County youth interviewcr established a Summer
Office in his home.

-

-

In Wapello County community involvement was achieved through Ottumwa
Community Services, Incorporated. This nonprofit corporation was established i
expressly for the purpose of promoting community improvement programs on the
oxder of the Summer Youth Employment Project. In the Wapello County Project,
community leaders were involved not only in planning and setting up the program,
but in the actual administration of the program as well. In practice, it turned out
that commumnity participation in prog:ram'planning and implementation was more
tkeory than fact; on the other hand, Ottumwa Community Services, Incorporated
participated in the actual administration of program activities to a considerable
degree. - ‘ '

In Wapello County, the two summer youth' interviewers were assigned to a

~ ‘Summer Youth Placement Center physically located in the midst of downtown

" Cttumwa and jointly staffed by the Iowa State Employment Service and the Southern
Iowa Economic Development Association (S. I-E.D.A.), the Community Action
Program Agency serving the area. The Center operated under the line of super-
vision of the president of Ottumwa Community Services, -Incorporated. - However, 1
technical direction was furnished, nct only to the summer youth interviewers hired -
by the Iowa State Employment Sc*vice,- but to the Centex Director and to the staff )
supplied by S.I.E.D.A. as well, by South Iowa Manpower Center personnel.” The _
Wapello County Project became, consequeritly, a multi-agency venture operated by B
a local civic organization but functioning under the technical ‘supervision of the

Towa State Em:ployment Service.

While the essential ingredients going into both projects were the same--young
people as youth interviewers and widespread community participation--the project
structures in the two counties differed substantially. These organizational and -
structural differences grew directly from the differing characteristics of the
counties in wk "1 the projects were operating. ‘
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nfluence of Local Conditions:

The projects were mounted in two noncontiguous counties in Southeast Iowa.
Washington County is essentially rural and is located in the midst of vne of
America's richest agricultural areas. Of the 22. 000 county residents, fewer
than one third live in villages and towns. In terms of per capita wealth and per
capita sales, Washington County ranks among the top counties in 'owa. While
agriculture remains the prime industry, the economy is somewhat divexsified by
the presence of thirteen light industries and one modern gxrey iron foundry. During
the period the Summer Youth Employment Project was operational, the estimated
unemployment rate in Washington County remained below 1.5 per cent. During
the corresponding period, the estimated unemployment rate for the State of Iowa
ranged between 2.3 and 2.8 per cent. In summary, Washington County is es-
semtially rural, relatively wealthy, primarily agrlcultural, and relatively un-

roubled by unemployment problems. As a consequence, a re]atlvely simple
organizational structure was able to deliver the service,

Wapello County, the other county in wh1ch a Summer Youth Employment
Project was undertaken, is more urbanly oriented. 33, 750 of ‘Wapello County's
46, 125 residents live in the city of Otturnwa Wapello County's economy is dom1-
nated by a meat packlng plant and a farm machmery factory. In the last three
years, Wapello County has lost five industries, one of which. had had peak emp loy-
.ment of over 1,000. - This substant1al industrial loss has had prc‘dlctable conse~:
quences; retail sales are down and. ]Ob opportun1ues in ‘the sales and sexvice fields
have d1m1n1shed ~In the: per1od durmg which' the: Summer Youth Employment
Project was operauonal Wapello County s est1mated unemployment rate ranged
between 5.7 per cent' and 6.5 per"' ent; o*1s1derably above the est1mated state.
rates of from 233: per cent'to 2 8 per cent for.the. perlod “In summary, Wapello
County is essent1ally an: 111 d 'ounty, *cper1encmg an: unemploy-
ment raté bettex . than: tW1ce that of: the ‘state.at. large.;._fSecondary effects of ‘sub-

- stantial 1ndustr1al losses over the past tw years are bemg exper1e-1ced in the '
county As a consequence young people seekmg summer: emp-oyment find it ,
necessary to: compete ‘with. S1zeablo numbers of; unemployed adults in a: JOb market '

‘_cha.racterlzed by a contmumg shrmkage of 'Job opportun1t1es. Moreover, more .
urban Wapello County .is. ‘highly - structured- ~substant1al organ1zat1on of the county
by the different agencies has already occurred "As a result, only a more complex
organu,atlonal structure, capable of umlymg the obJectlves and the operat1onal
idiosyncrasies of the part1c1patmg agenc1es wes capable of havmg an 1mpact in
the Pconom1ca11y troubled commumty : .




Experience Gained:

In terms of the effectiveness of the tools or techmniques empioyed-~the use of
young people as summer youth employment interviewers and substantial community
involvement in program planning, implementation, and operation--the experience
nf the two projects was remarkably similar. The younrg people were found to b=
enthusiastic, ambitious, and tremendously creative. In addition to providing
effective job development and placement services in their communities, these
young people contributed innovative promotional ideas to the projects and served
as extremely effective ambassadors, not only to the young people of the community,
but to the community at large. In this latter respect, the summer ycuth employ-
ment interviewers proved capable of interpreting the summer youth employment
probklem to the community much moxe effectively than the establ1shed agencies had
previously been able to.

Similarly, involvement of the communities made significant contributions to
L ffectiveness of the projects. In Washington County, community involvement

“translated into unlimited promot1onal radio time and newspaper space. It also

resulted in commmuity leaders’ part1c1patmg, along with schoci'and Employment
Serv1ce personnel in the job: cl1mcs In add1t1on, commumty leaders made a

k point of promoting the - program in the course of regular contacts in the commumb* )

Coupled with the efforts of the two summer you_h interviewers, the result was

.'summer employment for nearly all the avallable and mterested young people. '

In Wapello County, though commumty l_jaders were- mvolved 1n planmng the

' prOgram from its inception,. little commumty concern was’ ev1denced early in the
'a-pr03ect as the ‘existence of-a real problem ;Was ‘doubted. However, _when over

: 'seven hundred unemploved young people had been

";dent1fled and fewer than flfty'

' .leaders then made 1t poss1ble to translate th1s concern 1nto promotlonal rad1o and

: busmess leaders

telev1s1on time, promot1ona1 act1v1t1es in behalf of the nrOJect by. 1ndustr1al and
‘and 1nto newspaper feature art1cles ‘and’ comphmentary d1“play—'
type advert1smg Though suff1c1ent potent1al employment possrb111t1es to absorb. =
all the available young people simply did. not exist in the commun1ty, the- involve- - T
ment of community leadership in project plann1ng and administration did contr1bute
to the effort to make the commumty aware of the existence of a real problerm.

Equally impoxtant, the translated concern of commumty leaders resulted m' ‘noxe -
: young peOple havmg at least short term summer JObS S

e ;
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In summary, the use of young people as summer youih employment inter-
viewers was fouad to be effective and desirable in both projects. Likewise, the
involvement of community leaders in project development and implementation was
found to be of enormous value. Translated into the terms of the first part of the
twofold objective shared by these demonstration projects--the deliverv of effective
job development and placement service to the young people of the community - -the
effectiveness of the tools resulted in attainment of the objective; effective service
was delivered.

The experiences of the two demonstration projects in relation to the second
part of the common twofold objective--the determination of the extent to which the
summer employment needs of young people remain unmet despite optimal utiliza-
tion of the opportunities available through private employment and the various
state and local programs--differ substantially. In rural Washlngton County, at
least some summer employment, even though it may not have been the ideal full—
fime summer job, was available for virtually every interesied young person. An
aggresswe, effective summer job dev elopment and placement program was entirely
adequate to meet the needs of the communlty '

In Wapello County, the exper1ence was a1together different. Despiteamore

’1nt‘ense prom0t10na1 campalgn and despite maximum utlhua.tlon of the opportunities

ava11ab1e through prlvate 1ndustry and -through the various’ ‘state and federal pro-.

- grams over four hundred young. peop1e who reg1stered with the pro;ect for sum-
[mer emplovment fa11ed to find even one very shoxt- term. _]ob Youth employment
- needs were effectIvely communlcafed ‘to the’ commumty, the summer youth inter-

' "v;ewers were’ resourcefu ‘and perS1stent in:their JOb developrnent eftorts the re- o
sourn.es ava11ab1e throug__the Ne1ghbov“nood Youth Corps were: fully exp101ted Yet e

over half of the young people who asked for Work fa11ed to get a' job. “The conclu="
sion is. 1nescapab1e, some _type ‘of ]ob creatlon act1v1t1es is v1ta11y 1mportant tod

vsuccessful effort ‘to meet. .the summer youth employment needs of a commumty of

the size of,” and exhlbltmg the ‘economic . ‘characteristics of, - Wapello C.‘ounty The™

uften p*‘oposed expedlent of addlng staf_f and expe i se-—of s1mT)1y putt1ng more
into it'' - -proved unequal to the task : :
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Experience Sidelights:

Discussion of the experience gained in these two demonstration projects
would not be complete without comment on the differences in attitude displayed
by the young people in the respective counties. In Wapello Courty, the summer
youth interviewers had a great deai of gifficulty with young people wro turned down
jobs or who failed to report to the employer when referred. In Washington County
on the other hand, there were few, if any, experiences of this sort. The differ-
ences appear to lie in the influence the job clinics had in Washington County. The
schools were full-fledged participants in the Washington County- Project; the job
clinics were conductel during school hours and were required parts of the day's
curriculum. The content of the clinic presentations was concrete and practical.
The young people were told what kiir of jobs would be available, what rate of pay
they could expect, and what the empl.;yer~-whether industrial, commercial,
domestlc, or argicultural--would expect of them. The truth about the world of

- summer ‘work was conveyed to the young people during these give and take sessions

WS that could be understood. ~ As a result, the'job cllmcs turned out to be-

' means for d1ssem1nat1ng pract1cal relevant. labor market information.
Thoug«l the young people did not necessarily llke what taey heard, they heard it in
time to adjust- to it realistically. The need for this type. of hard, practical labor.
market information. prompted the Center D1rector of the fapello County pr03ect

to: recommend 1nc1usmn 0.[ summer 3ob c11n1cs in future programs.

The reactlon of the resp ctlve communltles to the aemonstratlon prOJecrs 1s

: also Well worth noting. . In the case of. Washlngton County, the: demonstrated Mcfec-
: »‘t1veness of the 1968 Progoct has resulted in w‘despread communlty 1nterest in
B mountlng & snnllar program ut11121ng on1

ocadl Tesources next year. “In Wapello _
financed. Summer Youth’ mployment Program featuring. both job i

‘creatlon act1v1ty ‘and the use of summer youth employment interviewers to prov"oto.. ke
i ‘vmafxmum utlllzatlon of the potent1al offered by pr1vate employment is under de~
' 'velopment Taken together. th1s experlence suggests the poss1b111*y of usmg

Employment Servlce resources #0 1mt1ate pilot Summer Youth PrOJects ‘which -

“could be ”spun off" and financed locally when the program s potential had once

been demonstrated in the commumty




Conclusion:

In retrospect, the techniques employed in these demonstration projects were
effective; were the projects to be repeated, few changes wovld be made, That
7 young people can do a creditable and competent job of providing placement and
| job development service for other young people was amply demonstrated. In
y addition to proving capable of mastering the techniques, the youth interviewers
¢ demonstrated their ability to approach their assignments with an inventiveness
E and an enthusiasm adults would find difficult to muster. Finally, the young inter-
viewers proved their ability to interpret the real1t1es of the labor market to other
- young pecple extremely effectively.

Likewise, even though it was often difficult and somatimes painifLi, the ad-
- vantages of working with, and through, community leaders were also clearly
demonstrated. As the Wapello County experience illnstrated, the problem of
summer youth employment is a larges one. The participation of community leader-
v ship enabled the Wapello County Project to communicate the dimensions of the
problem to the community; it also brought sufficient pressure to bear to force
competitive publlc agencies t0 work together to solve a community problem. in
* Washmgton County, the part’ .cipation of community leadership resulted in a pro-
R gram capable of coping with commumty needs. The dollar investiment in the two
projects was small--less than $1; 300 pexr project--but the service delivered and
the impact on the community was great. The approach embod1ecl 1 ;he pro;ecx.-..
proved both effectlve and econom1cal

k]
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'On the other hand come structural and operational changes would most
certainly be made in the Wapelio County Project. . Here the absence of significant
school part1c1patlon the importance of which was demonstrated by the experience

. ‘ “of Waqhmgton County, hand1capped the Wapello C.ounty Project. S1m1lar school
L ' involvemert in Wape_lo Coun_ty could coutribute not only to the strength « of the.
B Summer Youth Employrient Program, ‘but to the effectiveness of the cooperative
“school program; as well.. In our work- oriented society, knowledge of the world of
. work is.as mucha vart of a w'ell -rounded education as general academ ic know-,
-'ledge SO].ld reahstu" labor market m.formatmn is always relevant.

1 it

.

%;l S . ’ For fuller d1scuss1on ooth of the !:ech.n1quf=s employed in these Summer Youth
' Employment Programs, and of the results achieved through them, see the Supple-
, mental Report, '"Summer -68'. Cc ies of this reportinay be requested from
i , Mr. Max Noe, Youth Services, Supervisny, JIov:d Employment Secur1ty Commission,
: 1000 Eaet Grand Avcn Nes Momee, Xy 150819. : , A
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In 18 morths of operation, the lowa Labor Mobility Demonstration Project
veached 1, 515 unemployed and underemployed Iowa workers, relocated 759 of
these workers and placed an additional 123 of these workers in permanent em-
ployment in their home communities. These results were achieved by a profes-
sional and clerical staff of 10, at a total administrative and relocation assistance
allowance cost of $212, 128 or approximately $240.59 per worker placed in per-
manent employment.

The Iowa Project was operatiorzlly oriented as a direct result of its close
association with the Ottumwa Experimental and D~monstration Project, a project
concerned with strengthening the ability of the Employment Service to provide
effective manpower services in rural areas through a fundamental restructuring
the service delivery system. In the organizational land operational envirorment
created by the Ottumwa Project, the Mobility Project became the means for intro-
ducing an in-depth interarea placement program into the restructured sexvice
system. Each project substantially influenced the operational experience of the
other. The Ottumwa Project reinforced the operational orientation of the Mobility
Projzct, while the MObl].lty Project converted interarea placement into an effec-
tive operation program for the Ottumw: Pxoject.

The Iowa Project's experience indicated that unemployed and. underemployed
rural workers will relocate for suitable employment and that employers in more
urban areas will hire these workers readily. However, the Iowa experience al™o
indicated that an, extre*nely efficient and sophisticated interarea job development
and placement system is required-to translate the opportunities available through

_relocation 1nto real alternatives for the averaore rural unempioyed worker. The
' ,tradltlonal interarea placement system tends to be too slow, and too insufficie.. dy

oriented-to 1nd1» idualized service to effect1ve1y serve: margmally qualified work-

. -ters and the employers ‘who are Wllllng, Wltn -encouragement, to hire these Work—
Ers; K T B 3.'f.' ' ¥ : ' . ,

Along w1th demOnstl at ing a need ff)r strengthened and stfeamllned interarea

. ]ob devempment and plar‘ement technlques and proceaures the Iowa Project's

experxence also indicated" iat utilization of modern commun1cat10n devices and
techniques can effectively lacllltate general Employment Service, as well as more
specialized interarea placement .activities. Internally, a leased line telephorne
cominurication system permitted the euntire supply area--an area composed of

12 sizeable counties and served by 4 Employment Serv ~ local cffices~~-to be

: treated as a single labor market. It also enabied the 4 local Emplovment Sexvice

onlces physically separated by as much as 75 miles, to function as a single
. The inevitable consequence, Se far as interarea placement and job develop~

ment act1v1ty was concerned,” was a Vastly strengthened Derformance

1



Externally, exploitation cf the opportunities ofi: & by commniercial television
in the "Jobs-A-Ge~Go" series indicated that, ai leasu in rural areas of ligat labox
demand, there are sizeable numbers of workers who the Employment Sexvice has
not been reaching, and apparently cannot reach, through priunt and *he other more
conventional media even though these workers both want and need service. Before
service can be rendered, the potential recipient must be reached.

T'.2 lowa Project's expevience indicated that the piccise rature of these
needs varies widely between particular individeals, . addition, relocating
workers generally and reiocating disadvantaged workers particularly acutely
need an assortment of supportive services which the Employment Service is toa
otten ili-equipped to provide. To comvert out of the area employment into a live
option for some workers, information about the lccation of job opportunities is
encugh, Streamlined and strengthened interarea placement techniques and pro-
cedures would meet the needs of these workers. ‘

Other workers are less'»ps‘ychoklogic‘ally and financially independent. Trans-
poxtation to the pre-employment interview, assistance with the cost of the move,

job‘adjustment and family counseling services and help in becomuing acclimated

to the new euvironment ma'y['afll be necessary before relocating for employment
is a riable alternative for these workers. IR S ' P

' ‘Beyond this, uniquely local problems, such as the re lative absence of pdblic”
transportation out of _the supply area in the Iowa Project, can complicate the ce-

Tocation process and aggravate relocation problems for the less.independent and

less competitive worker. To serve the needs of these workers both economically

and ‘adequately, a flexible program offering a variety of services in varying depths

is required. To be effective,the program must be tailored to the needs of the -

" individuals and ‘the area, rather than imposed by formala. -

O

ERIC

Aruitoxt provided by Eric .
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INTRODULCTION

The purpose £ this study was to obtain current information about the job
establishment experiences of 1967 high school graduates who attended public high
schools in a 12-county South Central area of lowa. The study was conducted undexr
the auspices of the Ottumwa Experimental and Demonstration Project. Cooper-
ation in the study was extended by the College of Education at Iowa State University
of Science and Technology .

PCPULATION AND SAMPLE

The populaticn from which respouses were solicited consisted of 1967 gradu-
ates frou: 25 of the 34 public high schocls locate1 within the primarily rural 12-
county area in South Central lowa. The counties comprising the area were
Appanoose, Davis, Jefferson, Keokuk, Lucas, Mahaska, Marion, Monroe, Van
Buren, Wapello, Washington and Wayne.

Class lists for graduating seniors in the class of 1967 were obtained from the

high schozls. A guestionnaire was mailed to each radv e and completed question-
£gh Yues| g q

naires were returned-by three-fourths of them. The san.ple consisted of 1,722

graduates out of a total of 2, 284. The injtial questionnaire was mailed in late
“August and early September 1967. A follow-up questionnaire was mailed in late

September to the parents of those graduates from whom questionnaires were not
returned, - Personal interviews were conducted dv” o December with 5 per cent
of the graduates who did not respond to the mail ¢ ionnaire,

(GRADUATES' PLANS FGR THE FUTURE

'One specific. objective of ‘th‘le‘v'study was to »dvetermine' the p.ri‘mary’future plans
of the graduatés after.they h.d been ouc-of high school approximately 3 months.
The word "future' was desigrated as a period of 1 year after the survey was ad-

ministered.

The largest number of graduates planned to attend a college or university.
An additional 14 per cent were planning to attend a business, trade or technical
sciool.. Thus, approximate.y 62 per cent of the sampie planned for post high
school educaiion. : ‘ h

o
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Over one-fourth or the respondent:: said they planned to work at permenent
jobs. The remainder of the future plans included military service, work on fa ily
farm or in family business, indefinite plans and other miscellaneous plans. The
latter group included young women who planned to become homemakers. Much of
the data was analyzed in terins of the future plans categories of permanent work,
post high school education and other miscellaneous plans not readily classified into
either of the other two categories. A statistical analysis of the responses from
persons who completed the questionnaire and irom those who were intexviewed
indicate that the samnple contained more graduates with educational plans and fewer
with work plans than was characteristic of the entire population.

EMPLOYMENT

A second specific objective was to i1dentify and classify the occupations in
which the respondents had been employed since graduation. Most graduates with
per:nanent “vork plans had located permanent jobs while the majority with future
educational plans had held summer jobs. For all respondents the number employed
in permanent and suminer employment was approximately equai. Itbecame 2p-
parent that some of the summer jobs reported by graduvates with educational plans
could have been considered by their employers as permanent jobs filled by summer
woerkers. The graduates planning permanent work reported an unemgployment rate
of 10 per cen:. The graduates with educational plans had a higher unemployment
rate but it was undetermined how many of them were unemployed by choice,

The categories of work in wluch the graduates had been engaged, in order of
highest to lowest response frcquency, were' clerical and sales occupations, -
vice work; farming, fishery, forestry ‘and related; structural work; bench WOI‘k,
miscelianeous work; profess1ona1 technical, and managerlal -procéssing and
machine trades. For each category of future plans whether education or perma-
nent work, cler1ca1 and. sales work was engaged in most frequently Permanent
workers sele. .ed bench work occupat1ons as the Second most freguently entered

' occupatlon.' Service work was cited as employment a]rnost as often as clerical
“and sales work by graduutes w1th future educat10na1 plans.

Graduates W1th primary plans other than educatlon or work were most often
engaged in farming, fishery, fovestry, or related work. followed by structural
work. Categories of work which appea*'ed to offer-the least opportunity for .
entrance to all graduates were primarily the skilled work categories of prccessing
and machine trades. Professional, techknical and managerial work also offered
1nfrequent opportunlty for entrance.

An 80 per cent majority of all respondents had held one jo» between the time
they had graduated and the time the questionnaire was compleiad.. About 16 per

‘cent had been emplo yed in two Jobs, and 3 per cent had been 2mployed in three ox

more ]ObS.

210 .
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GEOGRAPHIC MORLTY

After 3 months in the labor market, about 80 pcr cent of all employed re-
sporidents held jobs within the confines of the 12 South Central Iowa counties.
There were marked differences between graduates who planned permanent woxk
and those who planned educational or othexr types of pursuits on geographic loca-
tion. Permnanent workers had left the a. ea much more oiten than was true for the
other two groups of graduates. They also had left the state somewhat more
frequently. One vut of every 3 graduates planning permanent work were employved
outside the 12-county survey area. However, data collected on distance traveled
for employment in« ~ted that 214 respondents with various plans were working
outside the area but within the state and that 112 of them were employed within a
50-mile radius of their family homes.

Graduates who had permanent work plans had left the 12-county area in
greater numbers than did those with educational and ocher plans. However, the
reverse was indicated by those who planned to leave. Those planning for additional
education and for othexr types ol pursuits planned more often to leave the area with-
in the following year than did those planning p<smanent work. The data indicated
that less than 40 per cent of all the respondents surveyed could definitely state
they were going to remain in the 12-county area. Almost 50 per cent were able to
definitely state they planned to leave or had left the area. Approximately 10 per
cent omitted a. response, .apparenily due to indecision. Very few graduates- -less
than 2 per cent of all respondents--were able to definitely state they planned tc re-
turn to the 12-county area for emplc;“ment. :

Jobs at which graduates had been employed during the summer months were
identified by occupational group and by the county or state in which the employment
was locoted.  Counties within the 12-county area in which the largest number of
graduates were employed by number of respondents who graduated from schools
in each county were Jeffersc::;, Wapello and Mahaska Counties. The six counties
in lowa whexe the greatest number of graduates located employment in the order

. of largest to ‘smallest number were Johnson, Polk, Des Moines, Linn, Scott and
Iowa Counties. The two states to which most graduates had relocated were Illinois
and *"io~~uri. With few excepticns, those who planned to leave the area during
the w.g year tended to select the same geographic areas as those who had
preceded thzm, '
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JOB FINDING

One of the objectives of the study was to explain the mnethods by which employ-
ment was obtained.  The data revealed that almost an equal number of the em-
~ ployed respondents had located their employment by making a direct application
to an employer and by using infoxrmation supplied by friends and relatives. These
two methods accounted for approximately 70 per cent of the job placements.

The Iowa State Employment Service and help wanted advertisements were
cited least often as methods by which current employment was obtained. Several
of the graduates listed methods other than those presented by the questlonnalre
These other methods included responses from those who had joined the military "
and from those who* ‘1ad received assistance from high schools or social agencies.
A larger percentage of the employed graduates planning permanent work had
secured their jobs th.cough the public employment sexvice than had those with
educational or other plans.

UTILIZATION -OF THE IOWA STATE EMPLOYMENT SERVICE

The. study. obJectlve of e:xplormg the extent to wh1ch the publlc employment

LT serv1ce had been utlllzed Was accompllshed Approxn‘nately 28 per cent of all ’
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The graduates who had applied to the Iowa State Einployment Service also gave
their feelings about whether or not the Employment Sexrvice was helpful. Only one-
fourth of those who applied felt they had received helpful service. Approximately
40 per cent had been offered no service at all. The graduates with permanent work
plans reported having been helped relatively more frequently than did the other
graduates. The graduates who had been helped regarded the following specific
services--in the order of highest to lowest frequency--of job referral, job develop-
ment, aptitude testing, training, counseling, and owwer services not defined as
being of benefit to them. Data on the services that were not offered but that the

graduates wanted was also obtained, Several graduates expressed a need for em-
ployment services at the time of the survey. These individuals were subsequently
co;_ltactéd and offered the necessary assistance.-

JOB SATISFACTION

'V"The fin_dings‘on- job sat_isfac_tibnf indicated that over two-thirds of those em-
ployed were satisfied with their employment. . Relatively more graduates who

planned for permanent work expressed 'satisfvacti'o;n thanvdid'thOSe_ with educational

or other plans. - App];‘oximately' 20 per cent were dissatisfied while ‘the remaining
12 per cent didn't answer the question. When used, the method of obtaining em-

ployment which most frequently resulted in-a satisfactory job was applying with
the Iowa State Employment Service. Help wanted advertisements moxe __fi‘equently
resulted in job dissatisfaction than was indicated for any of the cther means of
securing employment. The possible reasons accounting for this finding were

. based upon the amount and objectivity of information conveyed to the graduate -
“about the job and himself before he became employed. = .~ " R

DURATION ‘OF JOB SEARCH
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- To:assume, however, that: they have the. tlme and. trauung
‘massj{'me‘di/afrlnfor'mation__program’s;is;- nothvin 3hut a m1stak

- few posters, an: annual vsp
-._school 3 or 4 newspaper releases ayear (from 1nIormat1on pacl\ets for NEH

THE EMPLOYMENT SERVICE AND AREA INFORMATION IN RURAL AMERICA

In Icwa there are 48 daily and Sunday newspapers; 372 weekly, twin-weekly
and zem i-weeklies; 101 AM and FM radio stations; and 13 television stations.
In all, quite enough media resources to be utilized in developmg and carrying
rural manpower programs to the publlc. At the same time it is unreasonable to
assume that an informational staff of one or two can successfully implement a
stztewide PR program even for these available media. Strangely enough this is
the case in lowa and other states which have a significant number of ~eS1dents
living in rural areas. -

The rationale is usually quite S1mple As long as the Employment Service
is pressed for funds to handle actual ""people services, " there is just no way to
provide for additional information people. Since public relations and communi-
cation efforts axre usually hard to document in terms. of % tyansactions, placements,
"success” and "failure, " the administrator has more difficulty justifying their
role in his budget. The problem is bften pushed aside with such lp service as,
"All our people are PR people and "... Let the local oftlce managers handle
lt. . . .

Th1s kind of thmkmg may be all right to a certain extent. -After all, we want
our employees and managers to ‘be selling the Employment Service all-the time,
f con51stently handle
A m1stake Wthh

eech'at the ‘manager, 'S se:_



Most small office information programs seem to be limited for the following
reasons:

.Managers are swamped handling day to day transactions that should
be the function of subcrdinate staff.

. .Managers have nelther financial resources nor techmical knowledge
_necessary to create appropriate promotional vehlcles for new and
' existing manpower services. -

. ..Managers do not realize how media can work for them nor do they
have realistic informational goals instilled in.them by higher manage-

ment,

It is relatlvely easy to discount the need to use mass med1a and other 1n.t'or—

mation techniques when a small office is busy from eight to five and performance

statistics increase from year to year. Yet .s rhe body of the Breakthrough Re-
port illustrates, statistics and office activity can increase while a large portion
of the dispersed rural population remains without service. In effect, counties in
which offices are located tend to be "overserved' in relation to those counties on
the periphezy of areas of jurisdiction; the counties where word- of-mouth mfor—
mation about available employment services is less prevalent or "out-of-date,’
,Although word-of-mouth has been shown to “e the largest single direct source
of mformatlon'about Employment Servicep cies and practices, it lacks the

| pred1ctab111ty and 1mmed1ate reach' of mat edla Should we wait months or L :
get 1ncorrect 1nformat1on about the R

Aﬁ"*{Employment’Serv:' e, or “s'hould we'be“om mvolved m sendmg 1t out now‘7
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S profess1ona

A significant upshot of this new rural mobility is the functional economic
area. The functional economic area or labor market is a paradox in a way be-
cause of the generic associations it imparts to mobility in the rural situation.
True, multi-county identification, commuting, traffic, communication, and
organization combine to crystalize a mobility unlike anything rural America has
known before, Given a certam skill level, a new kind of job mobility results for
the worker who is part of an "'axea community" where transportation hardware
presents no problem. But given indusirial attrition or an increasing rate of agri-
cultural and industrial obsolescence, that same worker may expérience no job
mobility or no job at all. ‘

Area mass media, simultaneously generating and feeding off the growth of
such area labor markets, are logically the first tools to look to in implementing
new and expanded programs d .= ;..:d to cope witi: *ho simation. lu this vespect,

informational efforts should be d1rected through rhe media toward two general
goals:

.. Informing the various publics of today's job skill requirements and
labor conditions in a dynamic area labor market.

.. Acquainting these publics with available Employment Service
facilities and the functional and social responsibility of the Service
in helping them meet employment and manpowex needs.

Progress ‘toward these goals is hampered, however, as new programs find
“their way down old informational paths in an effort to maintain-order at the local -
level. . The ‘small office’ st111 sends out-a generahzed release (or no release at
a11) toa number of medla usually takmg 11tt1e account of the1r partlcular re—f'
x qu1rements. ERERE ST Coo »

The state offlce based professmnal has the techmcal knowledge and med1a ,
experlence, but*‘ far- removed from the: rocal situation to prov1de creat1ve ,
"aSS1stance W1th any.- cons1stency over h1s broad area .of respons1b111ty So'the*

the orgam at1 n)"'

HE

It s ]ust that mfor—

“in the m.formatlona ‘tatics: used m.‘most small offlce areas
'matlonal tact1cs are’ seldom used at a11 '

ontmues tol handle state: offlce 11terature (of dubious value outs1de L R
1ves‘._spe01ahzed help to smal offlces_where he can, and be— e



Resources and personnel time involved in the planning, experimentation,
creation, and delivery of localized information are considered the luxury which
they are riot. As an illustration we might focus on the problems of reaching the
disadvantaged or HRD applicant, which have aroused much concern of late.

Small office personnel, aware of disproportionate service to peripheral
parts of the county or counties they sexve, decide to embark on an intensive
program of outreach to prospective HRD applicants. Perhaps they send out a
few releases and make a special effort to contact certain groups on welfare
throughout the area. If the local staff is particularly conscientious, they may
send out personal letters to area residents urging them to use the service or
tell friends about it. The daily or weekly radio program may also be used to
plug this special effort. But television, perhaps the single most important
entertainment medium for reaching the disadvantaged and nondisadvantaged as
well, will probably be left unexploited because it is more expensive,. takes more
preparation, and is not the usual way of doing things. Even if the small office
considers television they may dismiss it due to lack of time or confidence re-
quisite in preparing a show, and particularly because they know requisitioning
funds may be extremely difficult.

, Television is mentioned here only as an example of a possible special or
creative use of a mass medium to complete the informational outreach that
word-of-mouth and small office contacts begm. Certamly a.wide Var1ety of

- -media: can be used creatlvely if allowance is made’ in_the small off1ce structure

for a m1n1mal mformatmn budget and tlme to plan. T o

Inforrnatmnal act1v11 1es of the OttumWa Expermnental and Demonstrat1on ’

f,,_.PrOJect were des1gned to test such a: structure By hrrmg an. 1nfo~'mat1on

, it was hoped that loeal-
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